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The research problem discussed in the thesis is generally con-
cerned with the investigation of a group of men who work as furniture
movers. The problem is focused on the dynamic interplay of status
equality and status differentiation as contradictions that render har-
mony and dissension as co~on group denominators.
Three questions were asked. First, are there consistent ways of
behaving while working as a furniture mover? Second, if consi~tent ways
of behavior do exist, how are they related to the notions of status
equality ,and status differentiation? Third, if this latter relationship
should exist, can harmony and dissent be conceptualized as common occur-
2rences?
Four categories of behavior were found to be quite consistent from
job to job. They can be described as 'acts.' The acts that were found
\
are coordination, seriousness, humor and advice.
With skill or technique of furniture moving being underlying and
related criteria for professionalism, the acts are considered by the
movers as being appropriate professional behavior while on a moving job.
These acts have both a rigid and a flexible quality. At first glance
this statement sounds contradictory; however, it was found that the
rigidity of acts arises out of the expectations the movers have while
working on a given job, while the flexibility of acts is a result of
variations between jobs. These qualities have two im~ortant consequences:
First, the workers perceive these acts as
important in raising their occupational status
with customers. In turn, by working together
in establishing these acts (soJIle of which have
originated with management and others which have
originated from the work group itself), they are
defining boundaries for all of them to act within.
By acting toward these acts, the workers are com-
promising formal dis~inctions which management has
imposed, and consequently are nearing status equality.
Second, due to variations in structural characteris-
tics of different types of moving jobs,individual
moods, team moods, and customers, the job or situa-
tion in which the job is taking place changes. The
acts still remain, but the kinds of things that a
mover may do with an act changes. This maneuver-
ability with an act offers the worker a chance to do
something different from job to job, or at moments
dur~ng a job. In other words, he may be able to
experience status differentiation.
The contradictions of.status equality and status differentiation
presented in this thesis are discussed in terms of observed alternative
lines of action that a mover may choose' to initiate. Harmony appears
if the worker chooses to stay with the professional acts while working,
3and t in turn t attempts to realize both status equality and status differ-
entiation through the acts and succeeds.
The acts themselves strain toward status equality and away from
status differentiation. Unless a mover was exceptionally brilliant
during a job (with both skill and acts), he had a more difficult time
experiencing status differentiation than status equality. Hence t a
mover dissenting from the professional acts was not an uncommon sight.'
The worker may feel confined and stifled by not being himself and there-
fore act 'too idiosyncratically in relation to what other workers consider
to be professional behavior.
Another mode of dissent was observed that arose from the neglect of
acts. When this neglect or blockage of the act was apparent, the dissent
involved a larger number of movers. The movers would dissent from the
acts but for purposes of establishing or re-establishing them.
The movers do not view dissent as being right or wrong t good or
bad. Instead, the workers view dissent as both good and bad t right and
wrong; it depends upon the context in which the dissent is occurring. At
moments t dissent may appear quite natural; at other times, dissent may
give rise to fighting t antagonism and sanctioning. Whatever the type of
dissent, it is a part of a 'composite picture of men working together at
being furniture movers. Dissent itself is not considered deviant.
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PREFACE .
This thesis is a report of a participant-observation study of a
group of men who work for Madrona Transfer & Storage, Inc.* It is a
study that attempts to capture the dynam~c quality of working behavior.
I worked for Madrona for two summers. My first encounter with this work
group was the latter part of June, 1968, when I worked with this firm as
a "helper" and later as a "driver," until I entered the master's program
at Portland State University in the fall of 1968. At that time I had
already begun developing an inclination to study this group of men.
I returned to Madrona as both a worker and a participant-observer
in the latter part of June, 1969, and worked until the middle of Septenlber,
1969. During participation my main res.earch interests were two: to
·study the dynamic quality of a small work group, and to study the nature
of ambivalence as a determiner of working behavior.
As a student of sociology, I found the concept of ambivalence a
fascinating one. Our society has contradictions built into its structure·
that take many shapes and forms as they enter into the everyday en-
counters of man. The societal level contradictions that I wanted to
study at this micro-level were the counter-tendencies of man's demand for
equality and fellowship, and in opposition, his demands to be recognized
as a separate and unique individual. Through the ambivalent nature of
deciding OIl a line of action, man is at moments pushed to resolve the -
ambivalence. He, in turn, becomes an actor and consequently he becomes
*All names and places depicted in -this thesis have been changed.
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involved in social interaction where he now has the chance to determine
the outcome without participants: they may be in consensus at one
moment, and disagreeing the next; each participant, like ping-pong balls,
bouncing in and out, ~esiring to be a part of the group one moment, and
demanding to be separated the next; each influencing and changing, and,
in turn, being influenced and changed; all.being involved in the dynamics
of interaction. These are ·the reasons why I wanted to study a small
group of men, and at least, partly, valida~e the concept of ambivalence
as having real and relevant dimensions.
The text of the thesis is broken up into four chapters. The fi:rst
chapter is a theoretical discussion concerning the informal nature and
character of a work group. Included in the first chapter is a theoreti-
cal argument on the concept of ambivalence as a bi-polarity of forces
that moves man to act.
Chapter II is a discussion on the methods used as a participant-
observer. The first part of this chapter is concerned with three basic
questions: Why did I want to do this study? What method seemed like a
realistic and reasonable approach? Where did I want to investigate?
After a brief answering of each question, the remainder of the chapter
deals with actual methods that were used while being a participant-
observer.
The third chapter is a description of Madrona Transfer & Storage,
Inc. The discussion goes from the company operations, to management, to
the working positions, 'and then to individual profiles of each worker.
After the individual profiles, the last t'\olO discussions are concerned
with the techniques of furniture moving and the customer.
Chapter IV is blocked off into three -related sections. .This
chapter is the analysis of the findings. It is, as many would say, the
"guts" of the thesis. This chapter is the end result of three months of
intensive investigation in gathering raw data. The main focus in this
chapter is behavior and how a worker's behavior is influenced by status
equality and status differentiation.
The conclusion attempts to tighten up the arguments presented
'throughout the thesis. Included is a brief description of the Madrona
work group as having characteristics of other types of groups when the
situation varies from working on a moving job to not working on a moving
job. Also, there is a statement about the concepts of consensus and
dissension as needing further research.
Appendix A is edited field notes as footnotes to Chapter IV.
Appendix B is a discussion of my own personal feelings and experiences
as a participant-observer.
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CHAPTER I
.THE INFORMAL WORKING GROUP:
A PROCESS OF HAR}10NYAND DISSENT
Introduction·
The purpose of this study is to exam~ne, describe and analyze a
small group process. The small group that is to ~e presented in this
study is what the student of small groups calls a 'working group.' At
the formal level the working group i.s formed and organized by the natura
of the organizational framework in which the members are performing.
There is a hierarchy of role relations that are interrelated to meet the
organization's standards of performance and control. This definition is
somewhat simplistic when standing alone, for it only recognizes the
formal nature of the working group and not the informal. Sherif and
Sherif (1966:192) have indicated that the informal group is so widespread
and potent within formal industrial organizations that Gardner speaks of
it as Hone of the characteristics of human organization."
The formal framework offers the members a chance to form informal
relations. The propensity toward the formation of informal relations
depends upon the structural conditions of the work. Two conditions are
basic in structuring interaction: (1) workers are in physical proximity
to each other; and (2) the men are able to interact within the work situa-
tion. ~fuen these two conditions exist, there is a propensity toward the
formation of informal relations. Also, working conditions, such as ease
of conuuunication and permanency of relationships, help informal relations
develop.
Informal relations are defined as those relations that'develop
between workers to compromise the formal ~tructure of the organization.
More specifically, informal relations develop to lessen the depersonal-
ized impact of concrete status distinctions. In most established work
situations there are informal groups that may exist counter to or with
the organizational setting. For exar.nple'~ the assembly-line worker has
little chance to communicate with a fellow worker while on the job; he
therefore forms friendships counter to the organized work activity.
Tpese friendships that form may run count~r to the organizational set of
standards of work performance (e.g., playing cards, rate-setting, fill-
ing-in', etc.).
As mentioned above, though, ~he: organizational setting may be con-
ducive to the development of informal relations; and, hence, there is a
constant strain away from status distinctions. The work and informal
relations go hand in hand. However, it is not uncommon for this kind of
informal work group to run counter to organization, as Gouldner exempli-
fied in Wildcat Strike. Yet, one can~not get away from the thought that
both, no matter how different, are still attempts at compromising the
formal structure. To be concise, this 'investigation is concerned with
the informal work group that fits in with the organizational setting.
If a new worker is to benefit from'the qualities that an informal
group offers, first he must be accepted. To become a member, he must
have some awareness of the norms and sanctions of that particular group.
I
As a member, this individual will experience two general tendencies:
status equality and status differentiation. On the one hand he experi-
ences the comfort and security of a. perceived equality; on the other
2
3hand he experiences the differentiation which gives him an awareness of
autonomy from the other group members. The group norms and sanctions may
lean toward either status equality of sta~us differentiation, one out-
weighing the other--the other thus becoming more difficult to experience.
In other words, the intensity of those counter-tendencies will vary from
group to group, but no group exists without both. The work group is no
exception as any worker soon realizes.
However, no matter how informal a work group bec'omes, it will
never completely escape from the auspices of management; management's
ru.1es, regulations and superficial status distinctions will always cross-
cut the working group's own rules, reguiations and status distinctions.
Yet, at one extreme, Peter Berger and W. F. Whyte have found 'work
groups' that do appear-to be separ~te,fronlmanagement. Berger (1964:228)
states that the informal work group is, at least in part, a 'co~nter
world' created by those expected to work in the world as officially
defined by management. Even work with low status and rewards is capable
of giving birth to such a world, supplying its inhabitants that measure
of satisfaction that almost any social group has to offer. W. F. Whyte
(1961a:10) also found a substantial difference between informal working
groups and organizational levels:
,
We found that, however management set up the organization, the
.people in associating together at work developed a group life
which was not entirely predetermined by the formal organization
and in fact shaped behavior in ways quite unanticipated by those
who designed the organization structure.
Other noted investigators such as B1auner (1966), Cap10w (1964),
Evan (1963), Litwak (1968), and Roeth1isberger and Dickson (1939), to
mention a few, have related the informal structure of work groups as
.. bei~g conducive to job satisfaction. and ·work performance.' The genel,"al
4notion being that informal relations.reduce strains that arise from the
inflexible nature of the existing formal structure. Some of the factors
that influence this flexibility are thee~hancement of informal comniuni-
cation lines, release of tensions, informal integrative functions, and
establishing behavioral patterns that fit the expectations of both
management and worker.
It appears· that it does not matter·how well the informal work group
compromises with the formal structure, it is usually conducive to one
thing--satisfaction. However, when· one attempts to find out just how
informal relations lend themselves to jopsatisfaction, there is an
apparent void of explanation. 'Job satisfaction' seems to be an end
consequence of informal relations between workers; however, the process
leading toward this end result seems to be somewhat neglected. This
investigation is focused on the process as a complicated form of inter-
~ction, where harmony and dissent are common denominators of the process.
It is hoped that the following discussion will at least partially fill
the 'v-oid.'
Theoretical Background
There is a growing body of theory that establishes the premise that
in the modern industrial society contradictions and counter-tendencies
are built into the societal structure. These counter-tendencies or
contradictions have a tendency to establish ambivalence and ambiguity as
essential properties of the modern industrial society. Merton and Barber
(1963:95) indicate sociological ambivalence, in its most extended sense,
refers to incompatible normative expectations of attitudes, beliefs, and
. behavior assigned to a set of statuses in a society. Jan Hajda (1968)
5points out behavioral aspects by stating that "ambivalence is the simul-
. \ .
taneous presence of contradictory tendencies in behavior. It is an
inherent antinomy or bipolarity or co-existence of opposing forces in
social as well as non-social phenomena." With the theoretical concept
of ambivalence we can separate our perspective from the non-changing
quality of a structural-functional perspective. We can perceive the
process as something more than merely meeting predetermined expectations
with their implied rigidity and conformity of behavior. With ambivalence
being a component part of process we can then perceive a dynamic and
flexible structure that has the propensity to produce and ·adapt to. change.
With the assumption that counter-tendencies exist in life, we have
the equally viable assumption that man has alternative ways of behaving
in the same situation. In relation to the above-mentioned definition of
an informal working group, the coun.ter-tendencies of acting·toward
status equality or status differentiation can become quite complex in
the light of multiple expectations being placed on the worker at both
the formal and informal levels. If we take the means-end dimension that
is described as a built-in dimension of the modern industrial society,
we can assume that ideally it could operate very well at the formal level
since the coordination between act and expectation is geared toward a
very visible external reward. However, at the informal level, ideally
speaking, the consequence of the choice of behavior is not so visible,
for it may come during the act or at the ~nd of the act, not before.
Wfth the informal level of relationships still in mind, it becomes
.apparent that members of working groups are acting toward each other in
situations that are clouded with both formal and informal jurisdictions.
From this assumption, it becomes even more apparent that the worker who
6is a member of an informal work group is continuously confronted with
alternatives, not expectations, that must be acted upon. During an inter-
actional process the individual must be able to choose alternative ways
of behaving if he desires status equality or status differentiation. If
. his choice of behavior has been accepted and/or recognized by others, we
have a process vlhere the counter-tendencies of status equality "and/or
status differentiation have been experienced and/or realized for two
important reasons. First, during the'auto~omous process o{ choosing
between a number of alternative ways of acting, que acquires a vested
interest in that choice; how it is received is related to the extent one
is demanding status d~fferentiation and/or status equality. Second, by
choosing acts that appropriately fit with other acts, there emerges the
necessary reciprocity that lends itself to both an awareness of equali-ty
and a 'meaningful' experience of differentiation.
At the end of this episode of both choosing and connecting acts,
the p'articipants realize a satisfactory experience;' an experi.ence that
r~sults in the creation of something new or re-establishes the old.
This closure has been mutually resolved where all participants may have
recognized new things about their and others' behavior, or may have rein-
forced old thoughts about themselves and others. However, as we begin
to examine our particular working group, we are finding that the interac-
tional process and closure are at times problematic and that the demands
for status equality' and differentiation are not necessarily satisfied.
The counter-tendencies of si:8.tus equality and differentiation are
in themselves abstractions that may be interpreted as motivational forces
that oppose each other and are consequential in producing problems.
Because of thls apparent abstraction, however, they are, from the actor.
7perspective, more specific or more situational. In other words, the
tendencies of status equality and status differentigtion are abstract-
movers that take form in situations by way of defining the situation in
regards to appropriate and inappropriate behavior.
On entering a situation where interaction will take place, a per-
son may cope with contradictions like status equality and status
differentiation. He might fi~d himself in similar situations yet they
are at a slight variance with each other; what is appropriate behavior
in one may ,not be appropriate in another. To cope with the contradic-
tions, he must define away the ambiguity that existed when entering the
situation. In other words, these same 6ontradictions that may render
one ambivalent, also move people to define and act in a situation. The
point here, however, is not only that the counter-tendencies of status
equality and status differentiation are demands that must be satisfied,
but also they move people to create, change, to act, rather than just
react; in the process things happen that are exciting, stimulating, and
motivating or depressing, frustrating and degrading. This mixture of
people's emotions and intellect is the interactional process, therefore
rendering actions of harmony and dissent as common occurrences.
Work Group Performance: Harmony and Dissent
The discussion in this section is concerned with the notions of
harmony and dissent as they relate to work group performance. As meant
here, 'work group performance' is a job-oriented activity that involves
two or more men that takes place in front of an audience. The audience,
from the worker perspective, can be a fellow worker, management, and/or
customers .. Very briefly, harmony is behaving in a situationally appropri-
-!
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ate fashion. Dissension is behaving in ways that are interpreted by par-
ticipants· as being situationally inappropriate. These definitions, in
relation to the ambivalent notions concerning status equality and status
differentiation, give rise to a very complex situation in which the"
worker must perform.
HARMONY: Professional acts, as discussed in this paper, are de-
fined as those acts that are special to a working crew's notion of pro-
fessional work performance. ·These acts are simply 'actions' that a
worker takes to assure his colleagues, management, and customer that he
is skilled. These acts may be co~~on to all of the members of a work
i
group, which, in turn, give them some form of group identity or group
status. By the very nature of working together and acting togethe~, the
workers are equalizing their statuses. By the fact that these acts are
sufficient in number and the workers conceive them as being products of
the working group itself, they offer the g~oup members 'specialty acts'
so that status differentiation may also be realized.
The workers set limits or boundaries to their" behavior in a working
situation thro.ugh a relationship involving workers, audiences ~ and the
nature of the work. These boundaries are to a large part int:uitive,
which makes it difficult if not impossible to locate the exact range of
behavior a worker gives off while working. To a certain extent, these
boundaries are ambiguous and, therefore, are minimally observable. This
makes it difficult to talk about theworkers' ·'behavior' as such in a
work situation. What happens is that the workers have established cer-
tain guideposts to direct their behavi9r .. Even though the guideposts do
not control all behavior in a work situation, they do offer enough
restrictions so that the work group's collective notion of professionalism
9may be upheld in a work situation. Also, there are a sufficient number
of guideposts that are not specifically defined and vary from job to job;
a worker may gain status and differentiate himself by specializing in
these acts and knowing the proper moment to use them.
"The guideposts, or acts as they will be called from here on, may
have the potential of handling the contradictions of status equality and
status differentiation. When this potential is realized through the
acts, they will be considered professional acts. If one was to choose
an act and do it at an appropriate moment,and then be responded to in
an appropriate fashion,then this would be considered 'in harmony.' How-
ever, in an actual job where you have relationships between worker-worker
and worker-audience, which have a likelihood to be qualitatively differ-
ent, you have problems in not only choosing the proper act but also
fitting the act into the situation so that you do not overstep the
boundaries of appropriate behavior. The boundaries of appropriate behav-
ior db vary from situation to situation; this, in turn, implies the
difficulties that a worker may encounter by staying in harmony with the
situation.
DISSENT: An interesting notion concerning"dissent is that it does
not wholly mean deviant behavior. There are instances where it takes the
apparent form of reo-establishing traditional structure. Even though the
'professional acts' may take on the appearance of a loosely defined
structure, they are still important in establishing boundaries for human
behavior. The acts have proven themselves overtime as means of experi-
encing status equality and status differenti-ation. If something
obstructs the workers in being able to play at these acts, the workers
may monentarily dissent to rid the situation of that obstruction. How-
..
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ever, that is only when all or a large part of the membership know what
is causing the obstruction. This is termed group dissent. This is an
occasion where they may be considered 'sanctioned offenders'; they may
act unprofessionally to establish or re~establish professional acts.
However, the acts themselves may give reason enough for dissenting
from them. The acts may be structured so that status differentiation is
difficult to experience. A worker may feel confined, or the act may be
structured so that acting them out offers no real challenge. A worker
may feel bored; in turn, he may simply dissent from the professional
acts and become an unsanctioned offender. This is termed individual dis-
sent.
Individual acts of dissent may take three general forms. A worker
may intensify a professional act beyond the boundaries of what is con-
sidered by the rest of the working men to be situationally appropriate.
The second form of dissent may be the result of the ambiguous nature of
certain acts and situations rendering the selection'of appropriate behav-
ior problematic and in turn a worker may act 'out of place.' The acts,
although flexible, may in certain situations cause a worker to feel con-
fined and he may have an urge to separate momentarily in the form of
behavior that is considered too idiosyncratic. Each of these forms of
dissent is linked by an overriding notion .that each is a stepping-out
process. In other words, 'acting too much,' 'acting out of place, 'and
being too 'idiosyncratic' are all forms of stepping-out of·boundaries
that are either pre":'supposed or built-up during a work performance.
11
The Worker: Expecting Differences in the Job
Boundaries are pre-supposed by the very notion that a work group
has professional acts: some specific, some not so ~pecific. Before
beginning a job, each team member is more aware of what behavior is not
allowed and to a lesser degree what behavior is allowed. For instance,
the worker may realize that he should not be depressing, nor should he
be authoritative by giving orders. The worker who is depressing, or
»lays, or gives orders, for example, may be ridiculed for these actions
by fellow workers. The implications are that informally the w"orkers do
not tell each other 'how to act,' instead "they imply proper behavior by
telling each other 'how not to act. ' They do not say that giving
advice is allowed, but they do say that "giving orders makes us look
like animals rather than men." ·Hence, even before a team begins a job,
they are to 'a degree aware of appropriate and inappropriate behavior,
and therefore ·boundaries are to a certain extent pre-supposed.
However, each job can he slightly different; or, more accurately,
a worker may ~xpect differences in each job. The crew expects differ-
ences in themselves, others, and structural differences between jobs.
By expecting differences, the workers are establishing flexible bounda-
ries to the on-coming situation in ~lic~ the job will take place. Each
job is a process where workers and audience feel each other out, especi-
ally-the workers who have more to. gain if .they can accurately interpret
audience behavior. Hence, there is a process where the· situation is
.being defined so that. boundaries may be built-up and around· all the
participants--workers and audience. In this manner, pre-existing status
distinctions between worker-audience may be removed.
CHAPTER II
METHODOLOGY
What, Why, and Where
After being exposed to a large dose of small group research while
in. the attempt of seeking out answers to bothersome questions, I decided
tpat I was getting nowhere. Most of the research that I was exposed to
was conducted in laboratories where the researchers attempted to control
variables and experiment with others. The researchers looked at change
in structure, communication networks, leadership, performance) and at
times did hint at an awareness of. the 'fol1ower~' It was his latter
component of a group that prompted particular questions that in turn
initiated a hunt for relevant information, which, as stated before, was
like filling a large empty void with two or three grains of sand.
lbwever, after reading the works of two men in particular, William
Foote vrnyte (1955-6) and Herbert J. Gans (1962), three questions began
in part to be answered. The first question concerned whether a group
member was really anything but a stagnant; hollow, sterile being. After
reading Whyte's Street Corl!.er Society, and Gans' Urban Villagers, it
became apparent that the group member is something more than a puppett.
A group member is more of·an actor thana mere respondent--one who is
constantly acting~ therefore presenting himself in some ways as dynamic.
These readings ~elped confirm a few of my own findings that I had in
relation to some group experiences.
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The second question concerned itself with the place that I would
want'to conduct my research. This question was not ,solely answered by
the works of Gans and Whyte; instead, it had been in my mind for quite
some time. However, it was after reading the studies done by these two
investigators that the place began to unfold as a realistic arena.
Madrona Transfer & Storage, Inc. seemed to hold all of those ingre~ients
that are necessary to a one-man investig~tion of a complex problem in a
short period of time.* It was also convenient; it was' clqse to home and
I could work and make money while attempting to be a participant observer.
The Hethod
The third question that was answered concerned itself with the
method of investigation. In the s~udies I read, those that seemed to be
near ~y perception of member interaction'were done by participant
observers. At least, in part, this method seemed to be the one that
,could catch the dynamic quality of the small group 'process which I wanted
to describe and explain. By participating in a small group, it appeared
that not only can one observe the more overt behavioral characteristics,
but also by participating one can become more sensitive to the more
covert things that go on within a group.' It occurred to me that with
this heightened awareness, one may be able to get a handle on the subtle
dimension between 'what ought to be' and "what is.' It appeared that
participant observation would be the mosi unlikely method to render
. damage to the naturalness of the situation, as compared to the methods
of using questionnaires, structured interviews, and/or just simply observ-
*For a more detailed description of MADRONA TRANSFER AND STORAGE,
, refer to Chapter III.
-"-'
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ing. All of these reasons added up to the fact that participant observa-
tion was in and of itself the best method for a study of work behavior.
The Models and Focusing
. With all of this in mind, I began to orient myself towards a unit
of observation that would help explain what made the Madrona worker a
dynamic actor. I found th~t a symbolic interactionist model gave me a
episodic dimension of interaction which would be especial:l~y·helpful in my
investigation and explanation~ . An episode of interaction has a beginning
and a closure; for instance, in taking two interactants, you can observe
them entering into an episode, its continuation, and eventually its
closure. I also found the works of Erving Goffman helpful in orienting
me toward a dramaturgical vie~oint that would help me focus on the
Madrona worker as an actor and other participants as an .'audience. '
The Plan: Jobs, Professional' Acts, and Audience
At the moving end of the operation the moving jobs have a beginning
and an end. This would be an added advantage in that each job could be
blocked off into separate episodes. Also, in categorizing these jobs
over a period of time, I would be able to locate consistent acts between
them. In other words, each episode of interaction does not stand isola-
ted, but may be related by consistent patterns of behavior. I hoped to
locate and isolate the most common acts that were conducive, to the
worker's performance as a- professional furniture mover.
Since the units of observation are episodes of interaction and the
work group members are interactants, I then needed indicators of dissent
and hatmony. To observe and interpret these' as explicitly as possible, ,I
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decided to concentrate on the acts that were directly related to the pro-
fession of furniture moving. I felt that if my theoretical ~ssumptions
were correct, the professional acts should contain the capacity for
workers to realize both status equality· and status differentiation.
By the fact that I was going to concentrate my attention on the
¥~dronacrewworking on jobs, I added another dimension to the investiga-
tion--the audience. The audience, I decided, would be both customers
and the management. In other words, the r~lationship between workers
and workers, workers and audience, would be highly important in explain-
ing acts of dissent and acts of harmony.
"Methodology: Participant Observation
The words participant observer imply a standpoint that views social
activity from a second person perspective. In other words, you are there
but never fully engaged or disengaged. Some kind of 'happy medium' is
the ideal viewpoint of a participant observer • However, in this investi-
gation the third person and first person vlere also utilized, the third
person appropriately fitting into the procedure as an overall stratagem:
in other words, ~tanding back, disengaged from the activity and general-
izing over the activities that were to be observed and those that had
been observed. The second and first person were techniques that were
utilized while participating in the work and work-related activities.
As a participant observer, Iran the continuum where "observer is at
one end and participant at the other. In turn, the recorded data ran
from objective generalizations to subjective experiences.
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Third Person Procedure: Overall Strategem
,TIME BLOCKS: In order to gain some kind of general structure and
objectivity in the investigation, t,,,o time blocks were devised. Gerier-
'ally the time blocks were set up to impose arbitrary time limits on the
investigation. Specifically, each time block contained its own function
or purpose: the intended purpose of the first was saturation and focus
was the purpose of the second time blo'ek.
The purpose of the first time block was to find and isolate consis-
tent acts of harmony and dissension. Generally, this task was to be
accomplished by comparing the worker's concept of a 'good move' and 'bad
move. '* This time block was a saturation phase where everything that
one could observe while working, no matter how trivial the thing may have
seemed, was recorded. The categories in this first time block were 'type
of job,' 'team members,' 'activity on the job,' and the important 'resi-
dual category.'
Within the first time block 'type of job' was the primary category.
Under this category the two categories of 'team members' and 'activity on
job' were developed. This is'not saying that 'type of job' was any more
important than the other two; instead, it merely implies a taxonomic
scheme that would allow one to saturate wi.th data. The outcome of this
saturation would be consequential in locating relationships between the
three categories, or non-existing relationships between the three. There-
*The concept of 'good move' and 'bad move' during the participation
period was so at variance among the workers that it was discarded for the
sake of concentrating on the acts. There was only one recorded move that
was considered a 'good move' by all of the involved workers and that will
be discussed in APPENDIX A.
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fore, from these three categories several relevant questions had to be
answered before continuing into the second time block.
1. Do the different types of jobs affect the
kind of activities that take place when the
combination of men rema.ins the same?
2. Does a different combination of men affect
differences in the kinds of activity that
takes place when the type of job remains the
same?
3. Taking the variations 6f types ·of jobs and
combinations of men working on a job, are_
there activities that remain fairly consis-
tent?
The category of 'activity on job' involved everything from degrees
of skill, degrees of teamwork, jokes, customer relations, arguments,
friendliness between participants, personalities, and thoughts concerning
themselves and the customer before, during, and after the jobs. From
this conglomerate of bits and pieces, skill was expected as an important
act. However, even though skill as a measurement of professional status
is important, the time block's primary purpose was to collect consistent
behavioral patterns as professional acts .•
The purpose of the second time block was to focus on those consis-
tent behavioral patterns that were found in the first time block and
find out how they relate to harmony and dissension. It is in this phase
that the term 'acts' was brought in to replace 'consistent behavioral
patterns' for reasons of observational convenience and descriptive power.
More( importantly it was during this second time block that·~three general
questions were to be answered under each of the two main categories.
Harmony
1) ·How do the acts relate to status equality?
2) Fow do the acts relate to status differentiation?
3) What is harmony?
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Dissension
1) Do the acts have anything to do with dissent?
2) Who are the important recipients of the act?
3) What is dissension?
At least these were the initial questions that would mark entrance into
the second time block. They, of course, would be breeding grounds for
many more questions as one "marched down the methodological road of
participant observation"
.,
COMPARISONS: Once embarked into the second time block, comparing
past-and present job circumstances would be highly importa~t. It con-
slsts of comparing worker behavior in fro~t of two different audiences
(management and customer), and .without an .audience. Also -included was
the subtle comparison between information received from different inform-
ants and seeking out contradictions that either meant a different inter-
pretation o~ a particular event or that an informed informant was putting-
·on the participant observer.
~owever, it was expected that the most important source of informa-·
tion would be gathered when comparing worker behavior in front of either
an audience or no audience. If there were 'acts, t it was assumed that
they would be more intensified in front of an audience. Not only would
this comparison act as a means of verifying those-acts that had been
found, but also in finding out how they work. T_he closed episodes that
were felt to be most important in this comparison were when the workers,
as a team, were involved in warehouse storage (nq audience) and regular
moves (audience).
NOTE TAKING: Participant observation is note taking. Yet, as
participant observation can take on a var~ety of forms, so can the
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inherent note taking. Since this investigation is based on authenticity,
being present with note pad, tape recorder, or any other record taking
device would seem to contaminate the authenticity of the situation even
more than my presence already had. A decision was made under the clicht
of "out of sight, out of mind," which meant' that note taking would take
place at home or any other place (e .. g., -bathroom) where workers were not
physic.ally present. Another reason for t;aking notes in such a fashion
was that it would be quite an inconvenience to simu1taneo~sly carry a
chair and take notes, since I would not only be an observer- but a parti-
cipant as well.
With this kind of note-taking. procedure, it is quite apparent that
the memory would have to be heavily relied upon. The human memory, of
course, is not the most accurate nqr objec~ive of things that can main-
tain and hold incoming data. Just by the mere fact that a time lapse
would be evolved between the time the behavior was observed and the time
.itwas recorded would make one suspicious of its authenticness. For
this reason techniques were devised to help verify the incoming and
recorded data, to help and to supplant the third person ~iewpoint.
Second and First Person Techniques: Attempts to Verify
INFORMANT: Informants are persons related to the Madrona firm in
any form. The most frequent informants were the workers themselves, with
management coming in a close second, and union officials a long third.
Generally, the informant would be used as a means to cross check
recorded information. This would be done in a personal manner. This
manner simply involved questioning a person indirectly about some informa-
tion that was gathered from another· party. Or questioning an event that
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both I and the informant had been involved in, or an event that I had not
taken part in but wanted some information about.
The approach would not involve a pattern of questioning that
directly referred to the past event, but instead a questioning that _
directly lead into the pas event as a 'source of interest.' In this way
the participant observer is not set up as a 'busy body' who was always
asking questions that mayor may not concern him. Instead the flow of
conversation with an informed informant would lead into the 'point of
questioning' as a 'source of interest' for both the participant observer
and the informed informant. Consequently this kind of approach instills
a relationship between participants rather than a relationship between
observer and participant.
INTERVIEW PLACES: Interview places tie in directly with the
informant approach; the informed informant technique was utilized.
Interview places ar.e work related; they are places that do not contamin-
ate or have the potential to change greatly the worker's behavior.
Interview places are a direct part of the workerts occupational
life style that is exemplified by informal relations and realized in
the activity of teamwork and a sense of fellowship. Any place that con-
taminated br changed this sense of fellowship was' excluded as a place
where the informant could be used. "For "instance, the worker's home was
not used as an interview place since it was too disjointed from the work
situation (on the part of the worker, there was a constant avoidance of
home-related discussions).
There were three places that were quite popular and used frequently
in establishing a dialogue between the Madrona workers and myself:
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1) Lunch Room: used before work to talk about
the prior day's events.
2) Truck Cab: used during the working day to
talk about our move and a~ything else bother-
ing the worker and the participant observer.
3) Tavern: utilized after working hours to
attempt to sum up everything that had happened
to other workers, simply to drink, and to
entertain ourselves 0_
This represents a long day, but more impo.rtant, of course, is the con-
tinuity and propinquity between the places and the related events of
that day. Generally, this was a continuity and propinquity that helped
confirm incoming data.
EPISODES: Up to this time the techniques have been focused on the
verbal participant--'the questioning worker'; however, as yet, there has
not been any mention of the techniques used as the 'observant worker.'
One of the techniques used in this -investigation was blocking off activi-
ties into episodes. At Madrona there are a number of different activities
-that a worker may partake of. Each activity would have a special name
(warehouse, office move, local move, etc.) and be blocked off with an
entrance and a closure. These episodes had definite beginnings and
definite ends and we~e called 'closed episodes.' The majority of find-
ing~ for this investigation were drawn from the 'closed episode,.' It is
the 'closed episode' that this thesis ~merged froID; therefore, this dis-
cussion will center on the 'Glosed episode.'
At first the closed episode is merely that; it is not distinguished
by on-going activity--it is distinguished only by its 'special job name. '
The 'observant worker' takes mental notes of everything he possibly can.
The_only structure in the first time block is the episode's beginning and
end. This -is sort of a familiarization period for the participant
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observer; before you can ask relevant questions, you had better know how
and what to ask. After the familiarization-~saturationperiod-~the
activities begin to take on structurally different characteristics that
r.educe an observant worker's range of focus and incr.ease sensitivity
toward the specific acts that have been found in comparing closed
episodes. Note taking increases in depth, relevant questions begin to
emerge, and the observant worker becomes more 'professional.'
The episodic .dimension·also involves a process of interaction that
·does not remain const~nt from beginning to end, but changes. Taking this
perspective from the episodic dimension and using it on jobs became quite
helpful after the saturation phase (First Time Block). Going on the
premise that changes in a job are probable, I began to concentrate on
three phases of a job and their relationship to the professional acts.
For instance, I chopped a moving job into three phases: an entrance,
the middle, and the end. From the 'observant worker' viewpoint I was
able to concentrate more fully on the job as a whole by this simple seg-.
mentation. Below is a sample of the general phases and the kinds of
questions that were asked in relation to each phase.
Figu!e 1: A Moving Job: General Scheme as an Observant Worker
Entrance Middle End·
1. What acts are important
here? --------------:----------------------~--------... --------..:.----)
2. How is the customer
dealt with? ----------------~------------------------------------~
'3. How do the team
members relate with
each other? ------~---~------------------------------------------~
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This is a composite picture of all the types of moving jobs. Its
importance lies in the methodology of being a participant observer. The
analysis in Chapter III will treat these phases in more detail.
EMOTIONAL GROOVE: This, of course, is the most subjective tech-
nique. So far there has been a description of the 'questioning partici-
pant'.and the 'observant worker,' both of which hint at a functioning on
an objective-subjective dimension. Yet, both the 'questioning partici-
pant' and the 'observant worker' suggest more objectivity' than subjec-
'tivity on the part of' the investigator. However, this investigation is
also focused. on a concept called group experjence. For instance, status
differentiation connotes a certain amount of individualization: a
certain amount of awareness on the part of the workers as a separate
being. Status differentiation, as one side of the group experience, can
. be partially observed and partially subjectively felt by being a parti-
cipant observer; however, to reach a full experience, you must, at times,
become a 'worker.' To become a worker in the fullest sense, you must set
yourself into those moods that are known to that particular group. The
participant observer does not become a worker by merely becoming involved;
he becomes a worker when he gets caught, intentionally or unintentionally,
in an emotional groove. Objectivit~, any part or partial, is momentarily
lost for the sake of commitment:· you hate, you love, you demand, you are
lonely, you act and you influence. You do all of these things that are
taboo to the ideal participant observer's role. You .become specific at
these moments; your data become, in essence, totally experiential.'
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After the Fact: Cooling off for Some Objectivity.
This method was incorporated into the scheme after the period of
participatiop in the Madrona work group. Analysis of the data had gone
on while participating and observing. However, the greater part of
analyzing the data went on afterwards. In relation to the problems
that were involved in this investigation, ~ made a decision concerning
the level at which the data would be discuss~d; I would have to be more
general than specific. To accomplish this; I had to 'cool off.'
After spending a mere [sic] three months with the men at Madrona,
I found wyself having a difficult time in generalizing many of my find-
ings. .1 had the acts, events of harmony ~nd dissent recorded, yet many
of my field categories resembled a disconnected mess. My data would
take the appearance of specific s~tuations where the rel~tionship
between relevancy and the purpose of my investigation became meaningless.
I was still, to a large degree, a Madrona mover. I did not want to
dehumanize the furniture movers. In fact, I could not abstract one iota.
Yet, the questions that were to be answered from the counter-tende.ncies
of status equality. and status differentiation would have to be abstracted
to some level. I had to cool off for objectivity and in turn find tho~e
connections that were lacking at that time.
However, I doubt whether the cooling-off process is ever completed
when using the participant observation method to its fullest capacity.
The experiences that I ha4 with these men will stay with me for the rest
of my adult life. To gain a better understanding of a few experiences
that a participant observer is faced with, refer to Appendix B.
CHAPTER III
MADRONA TRANSFER & STORAGE, INC.: DURING THE PERIOD OF OBSERVATION
The Company and Its Operations
Madrona Transfer & Storage, Inc. is located in the Northwest
industrial section of Portland. The company's livelihood is based on
three different, but related, operations: 1) storage cons~sts of storing
customers' furniture, business machines, or wholesale goods for a speci-
fied period of time; 2) long-distance hauling (furniture or equipment
being shipped out of the state that the hauler is contracted for) is on
a contract basis with Repo Van Lines, and ~~drona owns and operates three
complete units (tractors and trailers), and leases out three trailers to
individuals wQ.o own and operate their oWn tractors (lease-operator
owned); and 3) the local move consists of any move that is billed through
Madrona rather than Repo Van Lines, which usually means Oregon-based
moves. The majority of these latter moves take place in Portland. Of
the above three types of operations, this thesis is directly related to
the 'local move.' Hence, there will be a more in:""depth description of the
local move.
At Madrona the local move was broken up into four ,different types
of jobs: household, office, machine, and piano. An additional type of
move will also be mentioned: the sea-van move. The sea-van move is
billed through Repo Van Lines; however, it will be considered local
because the usual participants in this move are members of V~drona's work-
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ing group. Following is a brief description of each:
Local Household. 'A household move consists of a minimum of two men,
driver and helper. Generally, the household move would take four hours.
It is not unusual, however, for one to run into days rather than hours.
This type of job is oriented toward the safe loading, transporting and
dropping off of the customer's furniture .. Every piece of furniture, no
matter how decayed it might appear, is handled in a ve.ry delicate fashion.
This kind of move is mentally and physically tiring.
Office Moves. Usually, an office move consists of six to eighteen
men, which in turn will make up two, three or four teams. One team
loads at the pickup point, one team unloads at the drop point and yet
another team is injected somewhere;. dep~nding on the length and diffi-
culty of the route the office furniture is carried. There is no consis-
tent patterrt between number of men used on an office move. In fact, the
only thing that remained consistent is the type of furniture which
usually remained the same from office move to office move. Organizing
for speed and efficiency is emphatically emphasized 'in this type of job.
Essentially, time is a priority over damage. Loading consists of float-
ing (no stacking, one level and tieing off) the furniture into the
trailer vans. The long hours (anywhere from eight to twenty-four at
one time, to a week of long hours), the weight of the furniture (moderate
to heavy), and the route (long distance, narrow passages, and/or stairs)
make this type of job physically punishing and dangerous.
Heavy Moves. Here., a convenient category 'was manufactured to com-
bine two very similar types of jobs--piano and machine. Both are similar
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by way ,of working those types of jebs. Both are usually a one-item move,
but are heavy, fragile, and cost per item is extremely high. Pianos are
from player, upright, to grand, and the machines are usually IBM compu-
tors, sorters, key punch, and automatic filing systems. Again, number
of men would vary with the size of the' machine, and routes to and from
the truck. The route is important, for it is during the movement of a
piano or machine that damage is most likely to occur. Gentleness is
emphasi.zed. These moves can 'be physically excruttating, and are danger-
pus to life and limb.
Sea-Van. The sea-van usually consists·of two men. Sea~vans are
large, well constructed, wood crates that .hold up to two rooms of
furniture. They are used for the explicit purpose of moving furniture
over-seas. The usual customers. are servicemen and payment is made by
.the governm~nt. This kind of job is similar to the household move in a
n~mber of way~; more important, though, there ~re some significant
differences. The container space is maximized when loading, the furni~
ture is broken down (if possible) and wrapped in paper, paper cardboard,
and/or packed in cartons. The emphasis is placed on precision loading;
no holes; and packed as tight as possible. Most of the workers agree
that loading sea-vans is a slow, painstakingly meticulous, but interesting,
job; unloadi~g sea-vans is thought of as slow, painstaking (un~~apping,
putting together furniture, etc.) and boring.
In relation to company op'erations, the local. moves (office move and
household), as can be seen by the description of the types of jobs, is
characterized by teamwork. The other two operations, storage and long-
distance hauling, also encourage teamwork but not to the extent that the
-.
;
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local move does. Storage is basically warehouse work, which the Madrona
workers feel is degrading to their status as furniture movers. They
despise it because it is boring and monotonous work and it is work that
is not related to the trade of furniture moving. Long-distance hauling
does not really concern the Madrona worker; it is usually an operation
that.is·separate and an entirely different. group of men are involved in
this operation. In fact, if a Madrona.worker (usually a helper) goes
out with a company driver or a lease opera~or, he becomes a financial
responsibility to the driver, rather than the management at ~fudrona. In
so many words, he literally is working for the driver and, tnerefore, is
·responsible only to his immediate boss--the driver. These are the
company operations at Madrona. The one in particular that is of interest
in this paper is the local move. For it is the local move where acts,
actors,. professional status, audience, and teamwork take on a meaningful
dimension with this work group.
Family as Management
No matter how hard one may try, if observer or worker, it is
impossible to neglect the superordinate. The superordinate is, of course,
management. The management at Madrona Transfer & Storage, Inc. is a
family. The organization is family owned -and run by the Madrona family.
Each member holds a position at the managerial level, which has its own
special area of responsibility. These positions are not vertically laid
out, but they are seen by the Madronas as being horizontally related,
each position being equally important in the maintenance and functioning
of the company. The general rule at this level is that.one's position
and its related areas of responsibility are that of the inunediate holders,
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and no one else, unless the other is asked~
However, during this investigation, Madrona Company was undergoing
a.moderate expansion in the direction of building up the number of lease-
operators for long~distance hauling. Also, at this time there was an
unusual amount of intra-family dissension that was instigated more by
pe~sonal problems than by business problems. Whatever these reasons
~7ere, in part, what caused a continual shifting and reorganization of
positions and. related responsibilities which could, easily,in turn,
influence more 'dissension by not ~Lowing.exactlywhat one's areas of
responsibility was. It is probably safe to say that the dissension at
the managerial level did influence many of the things that happened at
the working level; however, at this time it is impossible to say how much.
Management will be discussed more in terms of an unawareness, on their
part, of particularly important professional acts and how, in turn, this
awareness led to mistakes and eventually moments of dissent. To go
beyond this immediate and overt relationship would be nothing but con-
jecture.
Outside .of the organizational lines of communication informal com-
munication between management and worker was common. Informal communica-
tion may h~ve p~evented and solved many of the problems that could have
led to a complete disengagement between management and worker in the form
of a strike (which will be discussed in the Appendix). The workers'
face~to-face talks with different'fami~ymembers may have established
legitimate communication lines for the issuance of grievances., This
in turn may have at least held both Madrona management and workers
t~gether in a shaky -relationship. However, this very important relation-
ship is sadly neglected in the remainder ot' this text except for a brief'
30
description of ,certain related events in Apendix B.
Formally, the org~nizational chart looked something like the one
below. However, the cHart may not be totally accurate at the managerial
level because of the above-mentioned shifting and changing of positions
and areas of responsibilities.
Figur~ 2: Formal Organizatio~al Chart of Positions
\
Office Salesman Salesman Dispatcher
Manager - Office Moves - House and -
and Heavy Heavy
- Coordinator - vehiclel
Maint. I
r-----1
~torageSuper-vision ClerkTypist [Warehousemen I J No.' 1 Driver I
J Drivers I ))
)
)
)
Both of these would
be broken down fur-
ther by seniority
Figure 2 literally leads into the next discussion on the Madrona
'Worker.
The Madrona Worker
At the working level of Madrona Transfer & Storage, Inc., there are
three positions structurally related to the operation of local moves, and
one position that is unrelated--wareho~seman. The three positions are
the number one driver position; the rest of the drivers, and the helpers.
Looking at Figure 2, each has a particular range 'of responsibilities that
decreases from top to bottom. Each position and related responsibilit~es
is described below.
No. 1 Driver. The number one driver is considered a working foreman.
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The fulfillment or leadership responsibilities of this position are high-
lighted in office moves. In this type of job he is directly under
management in the issuance of orders. In other words, it is in this
type of job where the No.1 driver is actually an overseer.
His. other responsibilities include: reporting any truck damage
(he inspects the trucks every night), making sure trucks are locked up
each evening, equipment is put,away in appropriate places, and the back
of each truck, is clean and neat (consists of clean flo~r, pads stacked
neatly, hand truck and refer truck tied up, etc.). If damage is found,
the truck is unlocked or a messy back end is found, he is to report the
truck and the driver who had it last. There is no fine if he happens to
neglect those latter responsibilities, but he can receive a verbal
reprimand by the management and if ,it continues, he may be fired, or
removed. For these added responsibilities he earns $4.05 per hour.
Because of the lack of office moves during the period of observa-
,tion, the No.1 driver was usually considered just another driver or more
appropriately, a 'good furniture mover.' In other words, his duties as a
leader were never consistently tested, because of the lack of activity
that would have tested them.
The Drivers. Including the No. I driver, there are four local
drivers. These drivers are formally positioned by seniority: seniority
being based on length of time a particular person has worked for Madrona.
Even with union seniority crosscutting Madrona seniority, the hierarchy
of drivers·remains constant. The formal duties of the driver are that he
d~rectsthe helper(s) on any type of move. 'Seniority or the ranking of a
driver is also related to the kinds of jobs he ~ill be assigned to during
the day. The high seniority driver will be assigned the heavy moves, and
32
lower seniority drivers will be assigned household moves. In a manner of
speaking, because of th~ frequency of assignments, they become special-
ists in types of jobs (which in a later discussion on harmony and dissent
may explain in part their specialty in acts).
The drivers' ranking is also important in relation to overtime and
slack time. Whenever possible, seniority is given a choice on overtime
work (union regulations) and seniority is also given priority during a
slack time. For instance, during slack time the No.4 driver will be
hauling feight, which is thought of as degrading to the worker. However,
even though seniority appears important in relation to 'status,' it
becomes iess important with the discussion on the next group of men--the
helpers.
The driver's responsibilities. are concerned with his immediate job.
He is morally responsible for damaged furniture (usually insurance will
pay for it), and property that may be damaged by the truck he is driving.
He is responsible for the time the move takes, and for charging the
proper rates and for collecting the bill. If he does not accomplish the
charging and collecting, especially if he undercharges, he may be financi~
ally responsible, depending on management's mood. He is also responsible
for the neatness of the cab and the back end. Most of these responsibil-
ities are moral rather than financial and a verbal reprimand is the usual
·method of letting a driver know that he is slipping. If the driver con-
tinues to slip, he will be laid off (a nice way of firing someone). For
these responsibilities the driver earns $3.95 per hour.
The Helper. According to the organizational chart, the helper is
situated in a position of lower status. He is ranked below the drivers
1
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as a group, which means if a driver were to conform to this chart, he
would be in charge of any of the helpers. However, the helpers are -
ranked by seniority the same way the drivers are. An inconsequential
pattern is that teams of both high ranking drivers and helpers would be
. picked for a particular job. A consequential pattern is that more often
.. than not teams are randomly selected without any purpose of intention;
matching up drivers and helpers in relation to seniorities vlas not.
important unless there were new men that had to be teamed up with the
more experienced workers. The random selection of drivers and helpers
points out that drivers and helpers did not form cliques where it might
be called a working group of 'twos' rather than what it actually is--a
working group. The relationships between drivers and helpers were more
diffuse than explicit.
Generally, the helper is subordinate to the driver. The driver is
in charge of the job and it is up to him to direct the helper in what
pieces of furniture he wants for loading. The helper has no responsibil-
ities as designated by the organization; his responsibilities aieset by
the driver. According to management,the helper is not at blame if the
. move turns out to be bad; customer dissatisfaction is the drivers
responsibility. Unless the helper is bl~tantly bad, the driver has no
way off the hook. However, the occurrence of blaming a helper was minimal
and usually the driver would be blamed. (This was not a frequent occur-
renee, for the customer would usually not call the management.)
The above illuminates a sort of subtle power dimension that the
helper's position may contain. Because all of the responsibility of a
good move is placed on the driver, the helper can do subtle little
things. that can hinder a job's rhythm and movement. For instance, it if?
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not too uncommon for.a 'nasty' d!iver to find himself being smothered in
furniture as he stumbles and trips in the back of his truck attempting to
load. The rhythm of the -move is sporadic and movement may come to a com-
plete halt. From the customer's vie\~oint it looks as though the driver
is at fault for the helper is wor.king extremely fast and besides he is
sweating, and "isn't that what it's all about?" Indeed, the helper can
make things miserable for the driver and in a manner that wi.ll help the
driver learn or remember the 'professional acts.' The helper is an
"indispensible member of the team and for this he earns $3.90 per hour.
The Madrona Men: A Profiie
.Most of the discussion has been spent on des'cribing the structural
characteristics of Madrona Transfer & Storage. The operations, the mov-
ing jobs, the management ," and the workers have been described in relation
to the formal characteristics of Madrona. "The roles of driver and
helper were presented to show certain overt responsibilities and subtle
powers. The following discussion will center on each of the eight men
that make up the 11adrona work group. Each man will be discussed in rela-
tion to years at Madrona, approximate age, position, and personal makeup
as related' to the work group. All information pertains to the time of
my participant o~servation; and just the first name of each worker will
be used.
Einer* is twenty-six years old. He 'is in the number one driver
position at Madrona. Einer has been working at Madrona for approximately
seven years. He is not a member of the Madrona family, but is a cousin
*Thes.e are ficticious names.
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of Joe Zenner, who is married to one of the }~drona women and is himself
in a managerial position .
.Einer is considered by his fellow workers as an excellent heavy
mover. His specialty is ·the moving of IBM's and pianos~ He is also con~
. sidered quite good in office moves. However, probably due to his lack
of experience, he is not considered a stro~g leader in office moves. As
compared to the former number one driv~r, Don (who w~s foreman during my
first working experience at Madrona in the. summer of 1968), Einer does
not have the fortitude to deal with certain members of the Madrona family
. during an office move. Also, Einer would relate to the management certain
grievances and complaints of the workers, but he did not have the force-
fulness that is sometimes needed to show that they are important. This
may be due to his connection with the family, and the added distraction
of marital problems during the summer of my participation.
Einer gets along quite well with the other members of the work
group~ He does hold resp~ct in the smaller moves (number of men) and
de"als with customers in a friendly manner. However, he does have a tend-
ency to play when backstage (i.e., truck cab, warehouse, van, delivering
freight, etc.). This is sometimes distracting in relation to other
workers' attempts to enact professionally, and consequently may have some-
thing to do with his ineffectiveness in relation to certain leadership
responsibilities.
Jessie is approximately thirty-four years old. He is""; the number oue
helper and has been working at"Madrona for around ten yea.rs. He was born
and raised in New Orleans, moved to Portland, and began working at
Madrona. He is married and has four children.
J~ssie is considered an excellent all-around helper. This means
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that he can do any type of move, and do anything that is demanded of him
during the move. He is a quiet person who has gained respect through
being good at his job and speaking only when something must be said. He
is a very personable person who behaves' in a very consistent manner, even
with a hangover. Jessie, in his quiet ~ay, is a leader. During some of
the more catastrophic office moves,Jessie.would be looked at by other
work group members for leadership in bringing them through a crisis.
Towards the end of the summer, Jessie was elected to the position of shop
steward.
Bob is number two driver and is approximately twenty-eight years
old. He has. been working for Madrona for approximately five years.
Prior to working for Madrona he worked at another local moving company.
He is married, has one child, and is a 'car nut. '
Bob is considered to be an excellent household mover. He is good
with customers "(some workers, however, did not think so) and is very
damage conscious, fast, and can load local household moves in.a fast
and efficient manner. However, Bob is not well liked by some members
of the work group. Ray and Bob have had a running battle for approxi-
mately.two years. Ray does not like Bob because he is 'too bossy' and
talks too much about his financial proble~s. Bob does not necessarily
like. or dislike Ray except when they are on a move together and Ray
begins to take out his hostilities by jamming the back of the truck with
furniture. Bob and Jessie also had a running battle for a few months
and again this was due to Bob's autocratic behavior while working on a
job. However, during a lengthy discussion between Bob and management
he was told that he should not play dictator to certain helpers. That
talk had the result of toning down his bossiness from then on. This
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allevi~ted the hostilities between Jessie ~nd Bob, but not between Ray
and Bob, who are probably to this day battling each other.
From my view, one of the more humorous antagonisms that developed
was between Bob and Jim. These two men considered themselves 'strong,'
which indeed they were; however, this virtue of strength was carried to
the point .where they would perform feats of strength with other people's
furniture (e.g., Bob would carry a color T.V. set by himself and Jim, in
turn, would carry B: good sized stereo, or both would carry as many
cartons of books as t~ey could). Needless to say, this was watched by
~heirfellowworkers with a great deal of delight (and who in turn
labeled them befo"re and after), and by the customer with a great deal of
nervousness. It is appare.nt that Bob' is the protagonist of the group
and 'it could be because he is not capable of 'giving advice' (one of the
professional acts which will be discussed more fully in Chapter IV).
Ray's age is unknown; however, a very rough guess would place him
in the neighborhood of forty years old. Ray is number two helper and
is unmarried at this time. For most of his working life he has been
involved in the transportation area. At one time he owned his o~m
tractor and hauled anything available. However, due to certain circum-
stances, and a few too many 'bennys,' he lost his license to drive
trucks.
Ray is·considered an excellent helper. This 'excellence, '.tho~gh,
~.s w;i..th one qualification: "when he wants to be, he is excellent." Of
all the men that belong to the Madrona work group, Ray by far has the
'most erratic behavior. He can be hilariously humorous, or be deadly
sinister. Recan treat the customer with a great amount of respect or
he can trea't them like 'dirt.' With his f~llow workers he can be the most
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friendly of friendly people, or he can become fanatically hateful. These
moods not only change from day to day, but they can. change from moment to
moment especially with those that are on his 'dislike list.' With those
that he likes, he ~sually stays very personable and friendly. When he is
personable, and when 'he wants to be,' he is looked on as one of the wcrk.-
·:tng leaders.
Maybe because of his erratic behavior, he is not initially con-
fronted by very many fellow workers. Ray usually initiates a confronta-
tion. During my participation there was only one work group member that
initiated a verbal war with Ray and that was Jim. This conflict started
over a pool game and later was carried into the work situation. It was
'a conflict between two hard noses that was a real threat to the group;
it was blatant, overt, and ugly. This is the only conflict between any
members of this work group that was resolved by the work group members
with due speed. This conflict gave Bob a slight rest in his traditional
.battle with Ray.
Ron is the number three driver. He is around thirty years old and
is going through marriage quandrums. He has been working for Madrona
for approximately six years. However, about'four to five of those years
he has been driying long hauls as a company driver. ne came off the
road to patch up his marital problems and hence began working as a local
mover.
Ron is considered a fine long~istancemover and an excellent
driver of tractor-trailer combinations. However, as yet he is considered
only average on local moves. There are two. apparent reasons for this.
One is that the loading style between long distance and short local
. moves· is different. The difference' is reflected in the time spent on ..
39
the two kinds of moves. On a local move Ron takes too much time to load;
this at times destroys the coordination between him and his helper.
Secondly, certain acts, such as advice, are not needed on the road; and,
as yet, he has not been s·ocialized to the point where he is aware of the
significance of such an act in local moves.
Ron is very friendly and is well liked by most of the work group
members. He considers himself a woman~s man and blatantly flirts with
any two-legged female. He is from Boston and has a very noticeable
Bostonian accent, which is the brunt of many jokes and mimicry. He also
considers himself quite a cartoonist, and on moving jobs one usually
·will catch a glimpse of very funny looking mice drawn on a box. In many
ways, he may be considered an expressive leader for he does relieve
tension, especially in office moves. However, Ron does have 'bad days'
and becomes quite withdra,Vll and is easily hurt by remarks made to him.
Jim is number three helper and is around twenty-four years old.
Re is married and has been working for Madrona for a year (althou.gh he
had worked for Madrona about three years earlier). Before coming to
Portland he had worked in Alaska for a moving company and in that respect
is quite experienced in furnitur~ moving.
Even though experienced, Jim is not considered an excellent helper.
He is a helper who will work, but he does hot bring any color into the
job: color being all those ingredients that define a job as an avocation
rather than 'work.' While wo~king, Jim has a certain depressing air
about himself and the type of work that he is doing. The other workers
considered him grouchy and depressing, and it was apparent that these
feelings were released by degrading the other team members. This made
the job froln beginning to end a miserable experience. However, at the
-;
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completion of the job and once in the truck cab, he became extremely
funny and transformed into a very warm person. At times it took the
other team members a rather long time to reciprocate Jim's friendly over- .
tures.
Jim's 'mouth' was a constant hassle; he apparently liked to 'rank'
other people, customers, workers, and management--it didn't really matter.
Maybe the clash between Ray and Jim was inevitable.
John is number four driver and is new to the occupation of furni-
ture moving. He is mar~ied and is around twenty-five years old, even
though he looks like he is in his early thirties.
John is considered by the other movers as having potential to be
an excellent furniture mover. He has the qualities of 'getting along
with people,' of 'being damage con~cious,' of 'getting along with his
helper,' and of 'being strong.' However '. even though John was serious,
humorous, and gave.advice (as versus orders), he still had problems with
the most important act of all--coordination. The other acts apparently
came quite naturally to him (unlike Bob, who had to be told that "advice
is better than orders"). John, though, toward the end of the summer was
learning that you just don't pick up a divan and walk without any concern
for your team member on the other end. He was becoming more conscious of
the act of coordination, the overt technicalities and certain subtle acts.
~ Bill vacillates bet\veen employment and unemployment at Madrona
Transfer & Storage. When employed, he is placed into the number two
driver position. He is approximately fifty years old and has been working
in furniture moving for most of his working· life.
When Bill is off the bottle, he is considered a mover par excellence.
For most of his 'career he has been working line-haul. Even though he can
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do eve~y phase of. moving with excellence, his supremacy lies with load-
ing. Because of a drinking problem, Bill is sporadically on and ·off the
road. When off the road, he works local moves; and, if he can't get off
the bottle when working local moves, he is temporarily laid off unti.l he
dries out. Even though certain jealousies arise because of management's
blatant leniency toward Bill's sporadic binges, the men at Madrona still
respect Bill as both a person and a mover.
Bob, Ron, Ray and Jessie have indicated that their knowledge of
furniture moving is to a great part due to Bill. All of them indicated
at" one time that Bill is the person to learn from. They added that if
you work hard for Bill, he will go out of "his way to help and teach you
the skills and techniques of furniture moving. When working with him,
I never found him" brash or arrogant about his skills. He was always
willing to share his ideas with "anyone who showed an interest. When
working with a helper, he never gave direc~ orders, unless absolutely
necessary (e.g., if a large piece of equipment was beginning to slip on
a staircase, then he would give direct orders). When loading, he would
usually bring "the helper into the dicision-making process by issuing
advice or asking for suggestions. The one professional act Bill lacked
was humor, and maybe he didn't have too many things to be humorous about
(his drinking problems, his wife, and others). However, what he lacked
in humor he made up in the other three acts of coordination, seriousness
and advice. Maybe even more important thap the acts, Bill was an object
lesson of a skilled person who simultaneously acted in a humble, sincere"
and honest manner.
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Furniture Moving:
A Degree of Technique and Skill in Loading and Hauling
As the discussion moves into Chapter IV and the professional acts,
very little will be said about the actual skill needed on the technical
side of furniture moving. On the technical side, the two general cate-
gories of loading and hauling will be discussed.
Loading furniture into a van takes a great deal pf skill and ex~
perience. The objective of loading is to take as many pieces offurni-
ture as possible and stack it into a "tier." A tier runs from one side
of the van to the other and its height is determined by the van's ceil-
ing. An excellent loader will compress as much furniture as possible
into the smallest unit of space. In doing so the loader is making a
"tight load" that will not result in damage while transporting the load
of furniture. 'On a line-haul this' is done for two reasons: to prevent
damage and maximize weight. On a local move it is done for the reason
of preventing damage.
In determining the extent of a loading job, t~e loader will roam
through the household and acquire a picture of how and in what order he
will load the furniture. For example, he will make a decision on the
height of his tiers. When low tiers are decided on, it is called "float-
ing"; when high tiers are decided on, it.is called "line loading," even
during a local move. 'He also must make sure that the weight of the
furniture is evenly distributed throughout the van so that he minimizes
the dangers of a truck being side heavy and tipping over.
He also must make decisions on the order in which the furniture is
to be loaded. For example, to make sure that the tiers do not tip toward
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the rear of the truck, he may want to load the mattresses and heavy
appliances as props at the end. Also, china closets are very delicate
pieces of furniture and a good proportion of a van's wall must be used
as a brace for the closet. In loading,· he must make sure that nothing
awkwardly loose, with legs, or heavy, is loaded next to the closet or
any other fragile furniture. For reasons of spa~e, convenience, and/or
lack of time he may not be ,able to 'sav~ heavy pieces until last. He must
then determine when to "slope" his tiers so that he doesn't 'run out of
room in the van. The slope technique also prevents tiers from falling.
In loading a tier, there are three general levels: the 'base,'
-the 'middle,' and the 'topping.' The base consists of a flat-topped
heavy to moderately heavy piece of furniture. For example, drawers,
washers, dryers, cabinet stereos, cabinet T.V. IS, large cartons, ward-
robe cartons, etc., make excellent bases. The middle consists of
moderate to light pieces of furniture. Chairs, small cabinets, port-
able t.V. IS, middle-sized cartons, etc., are quite popular at the
middle level. The topping, of course, is the residual level where all
the light, awkward, and small pieces of furniture are placed. The most
popular items at this level are lampshades, toys that can't be boxed,
garden tools, T.V. antennas, etc. From top to bottom, pillows and
cushions are used as 'tighteners' to apply horizontal pressure between
p~eces of furniture.
Hauling furniture from its origin to the van is the other technical
category involved in furniture moving. The objective of hauling is to
get a piece of furniture from its point or origin to its destination,
from house to van or vice 'versa, in the shortest period of time .without
damage.occurring to either the piece itself or the interior of the house •.
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Unlike loading, hauling runs from a routine pattern to, at times, innova-
tions. Routine-wise hauling is essentially picking up items and carrying
them through to the truck, setting them down within reach of the loader
and returnin.g for another item. The only things a hauler must worry
about-during a routine phase is not to damage walls or falloff the ramp
by falling asleep.
Innovations arise when the items.increase in size and weight and
- ,
two men must gettlem out of a house. The cpallenges begin with interiors
like curved stairways, low overheads, narrow doorways, narrow hallways
with a side door that leads in the direction that the movers want to go,
and long distances between origin and the back of the van. For example,
an interesting and innovative technique in getting a nine foot daveno
through an eight foot high side door in a narrow hallway is to 'curl' it
through~ The daveno is tilted to where the end next to the door is
lower than the opposite end; the daveno is at an angle to the door it-
self. The lower end is moved through the door; simultaneously the movers
are curling it so that it may fit at the angle it is entering. Also
while 'curling' the lower end is slowly raised and eventually when about
one-quarter is through the door, the back end will be lower than the
front. From this basic design, innovations occur. in 'curling' so that
most doors and hallways can be coped with ..
Hauling of IBM machines and pianos especially take a great deal of
tech~ique and skill. For example, ~pright, grand, and player pianos come _
in all sizes and weights. Each type is dealt with in a different manner.
distributed evenly when stripped and tipped sideways on a piano dolly.
balance out its weight and to prevent damage. The weight of a grand is
The grand is completely stripped of legs and pedals. this is done to '
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Even with this equal distribution of weight, the balance point is so
critical that a slight tilt· may send it crashing down. Both IBM's and
pianos are heavily padded while hauling them -to prevent damage to both
the piece and the walls and doorframes that get in the way. While haul-
ing one of the valuable monsters, the team will usually take it very
slowly and handle the piece like it was a giant baby.
This has been a brief descriptio~ of the technical nature of
furniture moving. This section was presented to show the reader that
skill and technique are ~~portant in furniture moving, since little will
be mentioned about technique from here on. Even though Chapter IV con-
centrates on behavioral patterns, it is important to realize that tech-
nique and the professional acts supplement each other.
The.Customer
When discussing moving men, it is impossible to neglect the customer.
The customer is an important "part of Madrona Transfer & Storage, Inc.
The customer that is important in this thesis is the one that the worker
meets ori local moves. The customer that the Madrona worker meets runs
from the very poor (Portland Development Commission clients) to the very
rich; from the _deadpan to the exciting; and to ~he ugly depressing and to
the very funny.- In total this means that -the local move is a job that
contains a certain amount of surprise with the kind of customers the
worker will be performing for. There are two general types-: of customers:
the office worker and the household customer.
The office worker is found in office moves and machinery moves.
He is detached and usually leaves the Madrona workers to do their own
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jobs. .He usually directs the workers to th.e piece that is to be moved
and may suggest an appropriate route. From then on the movers are on
their own, which is a priority preference for them.
The office worker who attempts to act overtly superior is suddenly
confronted with a rapping dialogue that completely shuts him out from
further interaction with the movers; or else orders are met with a long
drawn out, "suuure!" The office worker is not handled with a great deal
of care; in fact, p~tting them on is a kind of sport, and if the workers
~re found out, it is n~t really serious .. However, when the actual mov-
i~g of the machine or equipment begins, the workers become professional.
This concern is directed toward the piece for it is usually worth a
great deal of money and is extremely heavy. Not too often, though, the
workers have a fairly easy piece to move, but the put-on continues:
they, flirt, they rap, and they make it appear that this is the roughest
job that they have ever had.
The household customer is different. This customer is not detached
and usually does not leave the workers alone. In many cases, the furni-
ture may be worth a great deal of money, but more important, there is an
apparent customer sentiment in relation to their furniture. Because of
the custom~r's engagement, their moods become highlighted in a household
move. With this kind of customer, the Madrona worker will work at satis-
fying their demands--up to a point. If the demands take the form of
giving orders and directing the move, the Madrona team will attempt to
establish their superiority. The Madrona team will not put-on, but -
instead will become highly professional in their approach. Everything
they do is geared toward the movement of the furniture in a careful,
47
well coordinated, serious fashion. They may talk about other things when
the customer is out of earshot (usually, the back of the truck), but when
the customer is present, the team will pull everything they can out of
the professional package to establish their superiority and satisfy the
customer at the same time.
Besides the interplay between .workers~ there is also an interplay
between them and the customer. They want. the customer to respect them
and grant them status. To accomplish this, they must relax the customer
and pull him into the drama of professional furniture moving. However,
as the discussion in Chapter IV will show, this is not an easy task, nor
is it an easy task for the workers themselves to stay in harmony.
CHAPTER IV
HARMO}N AND DISSENT:
THE ACTION IN THE ACTS--SOMETIMES NOT ENOUGH
Introduction: Reading Chapter IV
This chapter is segmented into three.sections~ Each section is an
attempt to discuss an aspect of the relationship between the contradic-
tions of status equality and status differentiation with harmony and
dissension. Section I deals with status equality and status differenta-
tion relationship with harmony. Section II is a short discussion on the
worker's ambivalence in choosing alternative lines of action that will
result in an experience of status equality and/or status differentiation.
The result, though, is· dependent upon the reciprocal action of the recip-
ient. This section attempts to establish a transitory stage into
Section III, which is solely concerned with dissension and its relation-
ship with th¢ contradictions of status equality and status differentiation.
In attempting to illuminate the connection between the abstract
notions of status equality and status differentiation and the related
peculiarities of the Madrona men~s.behavior while working, a level of dis-
cussion was decided upon that approximates explanation rath.er than
detailed description. However, during the discussion a few specific
incidents were injected so that one does not lose touch of the cast--the
members of the ~adrona work group. If the reader desires more detail,
Appendix A has been constructed for that explicit purpose. Appendix A
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is esseptially edited field notes and footnotes to Chapter IV. They are
basically the field notes that directly are related to the behavioral
aspect of the Madrona workers. Any statement or word that is quoted in
both Chapter IV and Appendix A is directly taken out of the original.
field notes.
SECTION I
HARMONY: STATUS EQUALITY AND STATUS DIFFERENTIATION
The Madrona crew' constantly referred to themselves a~ profession-
als--professionals in the sense that moving furniture was an artistic
trade. During my involvement all of the M~drona workers stated that each
job, no matter how similar, always consisted of differences that needed
to be reckoned with in an innovative fashion, a fashion that closely
parallels ar,tistic ability. They continuously used the artistic, or the
in?ovative nat?re of furniture moving, as a professional reference. Even
before my observations, there was a period where the management had
attempted to inject the label 'furniture engineers.' This did not get
off the ground with the workers who, in fact, still continue to laugh
about it when it'is mentioned. Hypothetically, if management were to
label the workers with any name that did not truly depict the special
thing about furniture moving, the workers would also l~ugh that into the
.ground. l *
It sounds as though we have a paradox forming. If the workers at
Madrona believe themselves to 'be involved in an artistic profession, then
why don't they appreciate a label that highlights such a virtue? If we
*Quoted remarks are taken directly from the men at Madrona.
..
:!
so
investigate further, we will find that this paradox is well grounded.
For instance, with regard to the Madrona workers, there was a subtle dis-
tinction between working toward something.as· opposed to working under
something. To work under a title that defines them as artists or
engineers would predispose them to a position that is defined by out-
group members as illegitimate, so illegitimate that they would be
2
stigmatized as clowns rather than profess.ional tradesmen.
Just as important is the fact that the Madrona workers' conception
of 'artist' or 'engineer' denotes a different meaning than what they
mean·when referring to themselves as artistic tradesmen. The workers
are well aware of phony headings that are applied to certain low status
occupations; they too laugh at the occupational title of "sanitary engin-
eer," and they do not want the same. laughter befalling th~ occupation of
furniture mover. To the Madrona workers, 'furniture mover' is label
enough and to decorate it with 'fancy words' is simply considered 'phony.'
. They do not want to work under a pre-defined heading for that would pre-
dispose the workers to act in ways that are not entirely consistent with
their own notions of appropriate behavior. To work 'toward their defini-
tion of professional acts, they accomplish two important functions:
1. The Madrona workers believe that most customers have a
low opinion of their profession, and the acts add a
touch of drama toa move' which in turn h~ghlights the
technique and skill of furniture moving. .
2. Simultaneously, the Madrona workers are engaged in
acts toward a group-defined goal which helps them near
status equality with each other.
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The Professional Acts
A professional act is behavior that ·is consistently acted out in
front of an audience and has been proven successful in attaining a desired
level of group status. The Madrona crew considered four acts as being
highly important in attaining a level of professional recognition. These
acts, coordination, seriousness, advice and humor, will be listed below
with their definitions and origins.
Coordination is by far the most important act since every moving
job at Madrona entails teamwork of two or more men, depending on the type
of the move. There are four apparent reasons why coordination is impor-
tant: 1) some pieces of furniture are simply too large for one man to
push or carry; 2) coordination between individual workers and synchroni-
zation of movement lessens the chance of physical injury; 3) related to
this latter statement, coordination lessens the expenditure of energy;
.and 4) emphasizing of coordination looks good to an audience. 4
Coordination transcends every level of moving from the most observ-
able, where two men are synchronizing their pace, rhythm, and motions to
each other, to the more unobservable, where a large number of men are
attempting to coordinate their pace and speed to the degree where "jam
up" will be lessened and they will not have to work at an energy expend-
ing, sporadic pace.
The origin of coordination is deeply rooted at both the managerial
level and the worker level. It is constantly mentioned by all involved
parties as being important and is so highly.integrated that it is probably
safe to assume that the origin is intrinsically tied to the nature of the
·work itself.
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To act serious is to appear concerned about the task at hand. The
impression during a job is that seriousness is influenced by two major
factors: (1) physical injury and the "damaged furniture taboo"; and (2)
customer s~ntiments tied to pieces of furniture. The first factor
orients itself toward both management and worker levels. The threat of
'physical injury is always apparent in furniture moving. Injury in any
form can mean at'the least discomfort, and at the most it can mean being
crippled for life, or even death. This act of seriousness is invariably
upheld among the workers; as the furniture or equipment increases in
~eight, so does the sincerity of the act •.
The first factor also concerns itself with damage. Damage not only
costs money, but of equal importance is the fact that it hurts the pro-
. fessional standard that both management and worker desire. Damage to
furniture, walls, floors, overhead, glass, etc., is all considered
taboo. "Scratches," "gouges," "dents," "cracks" and "scuff marks" are
,the most common occurrences of damage. Ina majority of the observed
cases this type of damage would either go unnoticed by the customer or
the customer would simply regard such damage as unimportant. Whatever
the outcome, in comparing the actual damage to the damage done to the
culprit's ego, the latter far outweighs the former.
The above statement conveniently leads us into the second area of
seriousness--customer sentiment. It becomes quite apparent when moving
furniture that many of the pieces have little cost value; however, to the
customer there may be a high degree of sentimental attachment to these
same. pieces. Here, seriousness takes on a ~ifferent quality. The serious
act is directed toward the customer rather than the piece of furniture.
, The handling of a small, fragile lamp with the gentleness that one would
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use to handle a newborn baby is purely for the customer's benefit. This
type of serious act as'sures the customer that the Madrona worker is a
concerned, serious professional. This, in turn, relaxes the customer,
reduces the strain between all of the involved parties and helps in the
promotion of the other professional acts.
The origin of the serious act is difficult to pinpoint. Unlike
coordination, however, it does notapp~ar to be inherent in the work of
furniture moving in and of itself. It is an act that has a much broader
scope than coordination:, an act that emerges from the specifics of
physical injury and damage, as well as from the ambiguity of 'customer
sentiment.' More accurately, the origin of the serious act appears to
emerge from a broader base--the interplay between nature of work, manage-
ment, worker, and customer.
The act of humor generally takes on the appearance of a tension-
release mechanism. In any type of move the Madrona workers will promote
~ dialogue of 'rapping humor.' This takes the form 'of short, sporadic
quips that ideally and spontaneously fit into the mood of the move.
"Hurry," "how come," suuure," "what a dummy," "suuure, he can do it," are
a few examples of this mode of humor. this type of humor is usually
carried on between workers and either supplements or supplants the act of
seriousness. If a move is going well and ,the serious act has been success-
ful in alleviating the customer's seeming distrust of the workers, the
humor act is presented in full view of the customer (s)". In": other words,
the workers are attempting to supplement the serious act; an attempt is
being made by the workers to change the situation from one of a distinct
worker-client role relationship to one nearing a friendly relationship.
The Madrona workers by the very fact of acting serious are fitting into
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a partial role that is not only defined by.them, but is also pre-defined
by management and customer; hence, definite status distinctions would be
the result. With the humor act, however, they are coloring this role
with unexpected human qualities that have the propensity to make role
distinctions somewhat ambiguous. 5
If the serious act appears to be failing in reducing customer
fears, the act of humor has the capacity to supplant the serious act.
There are all kinds. of personalities that a Madrona worker must confront
and the one that does .not loosen up under the serious act is considered
a "cold fi.sh." In fact, the serious act has a tendency to intensify the
"coldness" of this type of customer. The act of humor is then brought
in to supplant or offset the fallure of the serious act. However, there
is a slight change or altercation of the act's direction. Before, the
act of humor sort of rolled out of and perpetuated a friendly mood; now
it is primarily for the benefit of the workers who have failed to make
the situation mor~ comfortable. Before, there was a high propensity for
the customer to be drawn into the drama of moving; now the workers are
separating this tension-producing audience and performing for each other.
No matter what the drama unfolds, however, the act of humor is a means
f · 1· 6o nearlng. status equa lty.
The origin of the act of humor is .comp1etely informal. Out of the
informal relations that have developed, a special brand of humor has
emerged to help eras.e status distinctions ·between the relationships of
worker-client and worker-worker. The management is inconsistent in their
·interpretations of this mode of humor. At one moment management may
interpret this humor as the workers mean it to be interpreted--a means
to arrest tension and to establish a frie~dly mood; at another moment,
55
however, management may sim~ly interpret it as 'play.' (Play is a taboo
area for the workers, f~r it opposes seriousness.) Whatever management
or even customer interpretation may be, humor remains an important force
toward worker performance.
The last act is that of giving advice as opposed to giving orders.
This act, as humor, is also worker oriente~. The combined acts of giv-
ing advice and humor are recognized as containing those particular
ingredients that are helpful in,nearing status equality. As mentioned
before, the Madrona workers were under the imposition of a status dis-
tinction that had been set by management:· the driver-helper dichotomy.
When new drivers entered emploYment at Madrona, management told them that
they were in charge of the helper. The helper was portrayed by the man'~
agement as someone who was basically "du..mb and lazy," which in turn was
interpreted by the incoming driver .as someone that he must "constantly
stay on top of." However, as a new driver begins to be indoctrinated
.into the work group, he soon learns that the helper is not basically
lazy. That certain helpers know more than he does about the profession
of furniture moving. Last, but not least, the helper definitely does
not like to take orders. If the driver is a slow learner and cannot com-
·prehend these three relevant facts about· his helpers, he begins to wonder
about certain things, such as: why does his back hurt every night? why
does the back of his truck fill up faster than he can load it? why is he
working in the box car, unloading glassware, more and more? Both a new
driver and a new helper learn the meaning of teamwork or they are subtly
or very distinctly driven out.
The meaning of teamwork to the Madrona workers is equality: "no
man is better than any other man," "everybody shits the same." Giving
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. advice is· essentially their weapon in fighting a cumbersome and degrading
. ,
formal status system. In giVing advice, both the driver and the helper
are taking part in the stratagem of the move. In giving orders, there
is only one participant--the driver. The helper is merely a conveyer
belt transporting furniture on command. Giving advice, on the other
hand, has. the affect of bringing the helper into the arena of action
where he is able to give out ideas and make decisions. At the end of
the move both driver and helper willfeei responsible if it is considered
a 'good move. '
Advice, as humor, is also a product of the informal relations
between the Madrona workers. It is important in the function of closing
status distance between workers '(especially as noted in the driver-
helper dichotomy). The act of giving advice plays a major role in
illuminating to both the audience and the workers the essence of furni-
ture moving teamwork--equality and togetherness. 7
The Acts: Highlighting Skill and Technique
It beco~es quite clear that these acts portray only one side of
furniture moving; that side leans heavily toward a dramatic framework
rather than a technical one. Technique is that side of furniture moving
which is the most unexpendable, for it ~s the basic rules, tricks and
know-how that each mover must learn before he can move furniture skill-
fully. Technique then becomes important for it does emphasize a quality
both workers and audience look for--skill. Technique in furniture mov-
~ng is highly visible and therefore the propensity to illuminate skill
if? also great. The crux of the matter, however, lies in the fact that
technique as a singular factor of a profes,sion does not necessarily lead
.,'
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to the recognitiC?n of skill. For example, there were a few times when
one went to work feelin~ hung-up, hung-down,- drug-out, and rung-out. If
this poor soul teamed up with another who.felt the same way, these two
unfortunates would have a ghastly time of handling the repertoire of
professional acts. In situations such as this the act of coordination
would be the only one that would be,pulled out of the professional
package; as already mentioned, it is directly related to technique.
When enacted in this kind of situation, coordination would be used for
the explicit purpose of getting by rather than showing off. The remainder
of the acts would not enter into this type of move for the simple reason
that the workers did not have the energy to act them out. In this type
of situation, being blasl describes the mood or emotional tones of the
workers; this type of move was never considered either good or bad by the
lYorkers, but was just considered as one of the "Oh, Hum" jobs.
Even though technique existed to the point where no damage occurred
,and the move was completed in a reasonable length of time where both
customer and management appeared satisfied, this move was still consid-
ered mediocre by the workers. Technique is an intrinsic part of the job;
it neither subtracts nor adds to the workers' performance. The workers
perceive technique as merely the mechanical way of moving furniture'. It
is the professional acts that add or subtract quality from the workers'
performance •
So far'; an attempt has been made to show how these acts contribute
to group status; that is, how the workers attempt to enact these acts
during a job and in turn how these acts lessen the strain among workers,
and betYH~en workers and clients. By the nature of working together, or
'more preci~ely, working within the confines of the acts, the workers are
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simultaneously 'joining the group.' This joining is depicted by a shared
consensus that particular acts are beneficial for a professional per-
formance. These acts are beyond formal status distinctions--all must
act them out. Noone is excluded when moving furniture, therefore rending
'these acts as equalizers; or more appropriately, they offer the worker a
'sense of community,' a feeling of status equality.
The Moving Jobs: ·A"Subtle Routine·
Refer to Figures 3 and 4 for the remainder of the discussion. These
figures represent a highly routined household and office move. They were
manufactured to help understand the process involved in a moving job.
Remember, though, the routine that is emphasized by the figures is highly
exaggerated.
When both driver and helper "begin to work toward the professional
acts, there is a sequence of stages that usually occurs that marks their
~lacement when they are initiated, not that the stages are rigidly con-
formed to. More precisely, the stages are a part of a process that
logically allows for the act's entrance into the situation. Though the
stages appear quite apparent, in actuality it is quite a subtle routine
that does represent a certain amount of expectations on the part of the
workers to initiate the professional acts in a sequence that is subtly
related to the stages·of a moving job; that is, if the move is indeed
going along in a routine fashion. However, there were few moving jobs
that resemble a sequence of stages, one after the other. In many _
instances the stages would pile up on one another or even be reversed in
some cases.
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.Figure 3: Household .Move by Stages with Appropriate Acts and' Comments
Coordination
S.eriousnes s
STAGE I
..... *,
",
STAGE 2
Advice
STAGE 3
'-,
STAGE 4
Some Humor --,
** ~STAGE 5
Backing truqk
up
Helper very
seriously giving
elaborate hand
signals
Greeting
customers
Driver with invoice
greets customer with
smile and asks him to
show rooms of furni-
ture to be moved
Driver picks up.
small items, goes
to back of truck
Both driver and helper·
converse about/easi-
ness or difficulties
. involved--"Let 's get
some base"--both
driver and helper go
back to house
Begin loading
and hauling
Driver now in back
of truck--he1per
attempting to set
pace with driver's
speed in loading,
vice versa--estab-
1ish supremacy, will
not take orders, from
customer
Pace set--
customer now
partly relaxed
Driver and helper
both loose and mov-
ing--start joking
back stage--helper
making comment on
furniture to cus-
tomer. Little
humor thrown out
STAGE 9 STAGE 8 STAGE 7 STAGE 6
VI
\0
Truck loaded--
go to drop point
Driver and helper
talking about cus-
tomer--some diffi-
culties they might
face at drop point--
customer now relaxed
Customer allowed to
tell movers where they
want the furniture
placed--the customer
now beginning to be
more involved--if he
was relaxed before un-
loading
Unload both driver"
and helper
Truck unloaded--
driver collecting
money
Figuring hourly rate--
hope the customer does
not lose sense of humor
Helper straightening
up van
Go home--or back
to warehouse for
next assignment
Stacking pads and
s'weeping out
*Arrows indicate the men beginning and attempting to fotlow the acts through the move.
**This is important, for if the customer refuses to relax, unloading can be bad.
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Figure 4: Office Move by Stages with Appropria;e Ac·ts and Comments
Coordination ) *
Seriousness )
STAGE 1
'Pulling tractor
and trailors
in
Helpers step out
of trailer and
line side doors
with building
doors--everybody
unloads equipment·
I
S'rAGE 2
Management there-- .
begins giving
orders
Teams form to'
accomplish
specific tasks
Management may form
the teams before, or
now, or the movers
may form their own
teams
Humor )
STAGE 3
Attempt to
'coordinate,
between team
members
Humor among
the workers
only
STAGE 4
Attempt to
coordinate
between teams
Humor now may
begin to be
directed at
office workers
Advice .;-l
STAGES
Coordinated
rhythm between
all involved--
teams ,are
established
Advice is begin-
ning to be given
rather than
orders
"
I
I
STAGE 9 STAGE 8 . STAGE 7 STAGE 6
Floating items on
trailor--when
loaded they take
off while another
one takes its place
Another problem beginning
at this point: the team
that is loading must'try
to coordinate so jam-ups
do not occur at ,one or
both ends
Everybody is get-
ting tired and is
of giddy humor
The pick-up point is
now empty. The team
will now go to drop
point and putfurni-
ture in appropriate
place
Humor is decreasing--
tempers momentarily
flare
Some of the men are
sent home; those that
remain continue to put
the items away
Go home or
to tavern
*Arrows indicate that the men begin and attempt to follow through with the acts throughout the move.
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For example, there were times when the driver would be backing up,
the helper directing hi~ in, when the customer would come up and say
something like, "I wish you wouldn't back-up my driveway; you might go
off the edge and destroy some of my flowers." It is difficult to smile
in a situation like this when the driveway leads right tip to the door
and the street is some distance away. There is nothing worse than
carrying piece after piece of furniture long distances from house to
van. If something like this occurs, the driver would usually get out
and both driver and helper would seriously talk about the chances of
damage, .increase in time and money when one is moving and carrying long
distances.
Another incident that occurred was establishing the supremacy
part of Stage 4 while unloading in-Stage 7. For example, everything
may be working, the customer is relaxed and congenial, until he begins
directing the unloading and placement of his furniture. He may become
autocratic and impatient. Because of the functional aspect of letting
the customer direct the moves, the workers may find it difficult to
cope with this change in behavior. They may begin again to establish
their supremacy by asking another member of the family. If the husband
~s at fault, they will go to the wife, or vice versa. If there is no
other member available, they may simply slow down or, at worst, take
pieces of furniture into the house and set it where they think it is
appropriate.
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Status Differentiation
No one likes feeling constantly equal to everyone else. We all
want to feel, or would like to feel, somewhat superior at moments.
Maybe a better term than superior would be 'separate' or 'different.'
Being 'separate' or 'different' connotes a lack of community, a lack
of status and equality. Yet, this separateness that man desires is a
basic human component of any "group, including the men at Madrona. The
men at Madrona were perceived at the same time as professional furniture
movers and as separate and different human beings. The same acts that
promote togetherness also have the flexibility to offer individuals
innovation so that separating can" at least be momentari.ly possible. The
acts not only promote status equality in that they are shared by all
the Madrona workers, but ·a1so because of the acts' flexibility, they con-
tain the propensity to promote status differentiation.
The Concept of Fit
In relation"to ~tatus differentiation there are two things that
must go together: a fit that combines both acceptance and recognition.
'Fit' refers to the individual worker's attempt at doing something differ-
ent with an act and how it is ac~epted and/or recognized by both workers
and audience. Acceptance here means anything that does not fall under
verbal or non-verbal rejection. Also, a fit does not necessarily include
recognition. In other words, a worker may do something with an act that
·he considers really 'cool'; however, it may be so 'cool' that it fits into
the scene so well that no one bothers to recognize it for its originality
or uniquenes~. It.may fit so well that it is just like every other normal
--
...
:l
- ;
i
i
-j •
63
act that is being enacted; it is accepted but not recognized. This kind
of circumstance will be referred to as an 'overfit. ,8
At the opposite end of 'overfit' you would have the act that is per-
ceived as a 'misfit.' 'Misfit' is where a worker has attempted something
different with an act and in show business langue.ge t "has laid an egg."
The act is recognized by fellow workers as subtracting something from
.their status. For instance t on a household move giving orders in a
humorous fashion wa.s usually "greeted in a negative manner. The driver
or helper will attemp~ to combine 'humor' with 'giving orders.' UsuallYt
the humorous tinge to the order is not received by the recipient t and
the order is taken at face value t which means that the worker who issued
the order has broken one of the 1nformal rules~-giving orders rather
than advice. Hence t the 'misfit' act is recognized t but not accepted t
and the 'overfit' act is accepted, but not recognized. 9
There remains one more alternative:" "the act that is both accepted
and recognized. This is the act that 'just fits.' When an act 'just
fits~ { status differentiation is the result. When a worker initiates
such an act, others become aware of its uniqueness t cleverness, or origin-
ality. This kind of act has added quality to the worker's overall per-
formance: it has helped to illuminate skill; it has brought th~ customer
"into a closer relationship with the worker; it has built up a mutual
respect between all the concerned parties. These are just a few of the
things that a 'just fit' act may accomplish. Generally, it is recognized
as being beneficial to the working group's standards of professionalism.
When an act benefits the profession, status is part of the act; therefore,
the moment the worker initiates the act and it is simultaneously being
recognized by others, the worker is gaining professional status. However,
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the process does not stop here; the worker, himself, will feel separated
from and momentarily different than the present others. In other words,
he senses autonomy, he is accorded status; and is" essentially experienc-
O· 'doff. 0 101ng status l erentlatlon.
Change from Job to Job
From the above description of 'over-fit, I 'misfit,' and 'just fit,'
it is apparent that status differentiation may be a difficult task to
accomplish. The difficulty up to this time, however, has only been
partially presented. For the activity to have some resemblance of
,
harmony,the act must 'just fit, I which, in conjunction with the fact
that each job has a potential to be variably different, adds up to the
complexity of realizing status differentiation while working on a job.
The situation's potential to be va~iably different from job to job is
affected by four important sources. Below is a brief description of each
of the four sources:
Team Character: The individual makeup of a two or more
man team gave a team its own peculiar character and this
peculiar character would influence or effect the job
differently than another team would.
Individual Mood: The individuals at Madrona were people
who had good, bad or indifferent days. Their moods could
fluctuate not only from day to day, but from hour to hour;
and with these mood changes you could have either a turned-
on or turned-off individual who wanted either to do some-
thing more than just move furniture, or one who wanted just
to get by.
-
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-
=
-
="
2)
3) The Audience: Both management and customer are considered
as the audience. Management, because they were not aware
of the significance of some of the acts (advice and humor),
were not considered as part of the work group itself and
were not usually physically present. Therefore, the workers
felt that they knew what was happening and management did
not. And also, the management was considered as "bosses"
when they recognized a good performance, and were considered
..
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as "shits" when they did not accept or recognize a
'good performance' (a performance considered good by
the workers). With management being inconsistent,
they gave inconsistent directives which could contra-
• diet the professional act.
The customer as 'audience' is self-explanatory: "they
are present and they needed to be pleased." The cus-
tomer is never considered a 'boss'; the mover constantly
attempts to stay in control of the situation. Moving is
'his bag' and no laYman is going to tell him how to do
his "job." To stay in control meant that they had to be
~ware of their customerts peculiarities and satisfy them
by utilizing the pr0fessional acts~
4) Type of Job: With the different types of jobs, office
move, household moves, sea-van moves, and heavy equipment,
i.e., there "are different structural characteristics that
call for a different intensity of enacting the acts. The
household move and the office mqve.are structured differ-
ently and therefore the intensity of the acts differs
between the two. The office mo~e is an activity that gen-
erally requires a large number of men, and involves the
movement of a large amount of equipment (both light and
heavy), and hence needs a great deal of organization.
Also, the office move is under the limitation of a bid
which means that the work is directed towards an estimated
time of completion; therefore, speed is essential. These
factors, large numbers, safety, and speed, add up to the
fac't that giving orders would ou"tweigh the act of giving
advice. This means that giving advice would drop in inten-
sity and humor would increase because it would help
decrease the status differences that have a potential to
emerge out of giving orders.
The household move is structured differently. It involves
a smaller number of men; the furniture is usually li.ghter
than office equipment; and the time factor is not as
essential because of the important ingredient of 'cus-
tomer sentiment.' Customer sentiment usually outweighs
'speed.' To be "careful, precise, and meticulous with a
customer's furniture does more" for a customer-worker
relationship than hurrying." To act serious, give advice
and, if need be, a little humor is the usual pattern in a
household move." The figure below helps illuminate the
relationship between act frequency and type of move.
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Figure 5:· A ~eneral Relationship brrween Act Frequency
. and Type of Move ..
Type of Move
.The Acts Office Machine Household Sea-Van
Coordination 1* 1 1 1
Seriousness 2 2 2 2
Advice 4* 4 3 3
Humor 3 3 4 4
*1 represents the highest frequency an act should occur and 4
represents the 10v7est frequency an ac t should occur in a particular
type of move.
The importance of Figure 5 lies in the assumption that all of the
acts are parts of the activity and their variance is dependent upon the
frequency of their use. It is apparent that the acts of coordination and
seriousness are constant throughout the different types of moves. This
consistency between jobs makes it easier for a worker to initiate these
acts. The acts of advice and humor, however, are more difficult to use
in an activity since they are susceptible to·change just in relation to
typ~ of move. All four, though, are susceptible to change in relation to
'team character,' 'individual mood,' and 'audience.'
An Expertise with Acts
This potential for change leads to the implication that the Madrona
worker's behavior is not solely determined before the job, but instead
his behavior can voluntarily change during a job. The professional acts
. serve as a .guideline for a job so that boundaries for behavior are pre-
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disposed before a job begins. However, the latitude or range of behavior
in which a worker may partake while on the job may be quite broad and a
number of behavioral alternatives may present themselves to the worker
at any moment. To simplify the choice,· and, in turn, the acting, the
Madrona worker selects special acts that he finds comfortable to handle .
. By specializing in an act or acts, he is able to become more sensitive
to those things that happen on a job t~at affect his peculiar act which,
in turn, increases the probability that he will be able to enact his
special act so that it 'just fits.' In other words, by specializing,
the worker is insuring himself a greater number of satisfying experi-
ences with status differentiation.
Figure 6: A Comparison of a Worker's Expertise with Each Act
by Modes of High, Medium and Low
Coordination Seriousness Humor Advice
Einer High Med. Med. Med.
Jessie High High Low High
Bob High High Low Low
Ray High Med. High Med.
Ron High Med. Med. Low
Jim Med. Med .. Low Med.
John" Low High High Med.
Bill High High Low High
The modes of high, medium and low are arbitrary and~not exact
measurements. These modes are like a composite picture over several
jobs.
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Specializing may not be the appropriate word to call the skillful
manipulation of an act by a worker. The act" may be just a natural way of
behaving for the worker. Because of this seemingly natural quality, the
worker may be in tune to "the changing nature of a job so that he knows
exactly when it should be injected or bypassed for a better opportunity.
Since John and I 'Were beginners in this oc~upation, we were the only two
that were still trying to learn the act of coordination. The rest of
them were experts in the issuance of coord~nation. The remainder of the
acts, though, seemed to vary in expertise between the men in this work
group.
However, by just specializing, the Madrona worker is not automatic-
ally assured of being separated 'Whenever he so desires. Acceptance "and
recognition must be included if a worker is to experience status differ-
entiation. It is at this phase where ambivalence comes into play. On
the one hand, these acts are considered a 'group thing': they strain
toward status equality. On the other hand, these acts are also legiti-
mate means of gaining individuality, or more accurately, status differen-
tiation. The former property of the act, status equality, does not
necessarily need overt recognition by other group members. The latter
property, status differentiation, however, needs a reciprocal action on
the part of other group members.
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SECTION II
TRANSITION INTO DISSENSION: THE. WORKER AS AN INTENTIONAL ACTOR
Ambivalence .enters the scene when the worker must choose between
alternative ways of behaving. The worker as meant here not only includes
the actor but also the recipient of the act, who is usually a fellow'
group member. There are choi.ces: he can either act out or play it safe.
To act out simply means that the worker is attempting to be'innovative
with an act so that he may be differentiated. To play it safe, the
worker is attempting to behave in accordance with those acts that are
situationally 'normal.'
12
For the moment he just wants to work.
Fo~lowing those two apparent choices, the actor must then make
choices concerning the act and how much he should 'stretch' it for the
'fit.' .Stretch implies ambiguity between choices, which in turn' intensi-
fies the ambivalent nature under which the choice of behavior is made ..
For example, after making an apparent choice to select and stretch an act,
the worker should be aware of several related things: (1) the four
sources of situational change (team character, individual mood, audience,
and type of job); (2) who shall he direct the act towards--fellow workers,
audience, or both; (3) at what moment the worker must decide what behav-
iors mayor may not De situationally app~opriate; (4) whether the acts
should be communicated verbally or non-verbally; and (5) the kind of
emotive connotation that will be applied to the act. These are at least
some of the things that a worker must be aware of when deciding upon
possible lines of action. When you add these choices up with the fact
that you're constantly moving without much time for contemplation, the
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scene hints heavily at a decision-making process of ambiguity and ambiva-
lence. This simply means that the worker is never really sure whether
the line of action he has chosen will be accepted and/or recognized
until he does it (that is, if the worker desires harmony).
The Recipient: 'Doing It'
The instant the Madrqna worker does his action the ambivalence"
that was surrounding the decision is momentarily resolved. "Since this
section is dealing with harmony and status differentiation, let us say
that the worker has decided to make the apparent choice of doing some-
thing different with an act so that it 'just fits.' As soon as the act
has been transmitted, the recipient of the act becomes the primary actor.
The primary actor is the one who must make a choice, and the recipient is
placed in that kind of position. ·The alternatives that the primary
actor must choose from are, on the one hand, to acknowledge the act as
being· beneficial to the team aura, or, on the other -hand, simply not to
notice the act, or he may communicate rejection of the act!
The recipient of the 'supposed' 'just fit' act is quite aware that
both of these alternatives may promote dissension. The first alternative
of accepting and "recognizing the act can promote dissent by being used
too frequently. For the sake of harmony the recipient might be more
automatic than sincere in his response to the worker who desires status
differentiation. The frequency of accepting and recognizing any so-called
act results in the appearance of the act as being automatic and therefore
losing its significance in relation to the originator of the act. The
worker feels bored; status differentiation is meaningless; the conse-
quence~ of dissent grow increasingly probable. l3
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The second alternative that the recipient may not be aware of is
more flexible in the kind of behavior that" may be called out from the
original worker. For instance, the recipient knows that his fellow
worker may either remain silent and discard the incident for the sake of
.harmony, or reject the worker's silence or communicated reje~tion. The
latter behavior may be an aspect of dissent or may give rise to dissent.
As long as the recip~ent worker is aware of these alternatives and
he, himself, wants harmony in the job ,.he se'nses, knows, and experiences
ambivalence. The recipient feels an unsureness that can only be resolved
by acting on one of the alternatives. In other words, ambivalence is
resolved at the moment of acting, then shifts to 'other,' who then must
choose a certain way to act in response. The alternatives differ between
individual workers, and ambivalence is present only as long as the worker
is aware of the alternatives.
Yet, there is still something missing in relation to the worker at
Madrona. So far, his behavior has been explained in the light of some
kind of awareness on his part. This, in turn, implies two things: (1)
that his acts are a kind of program that has some kind of flexibility for
innovation; and (2) that he is in control and everything he does is quite
intentional. However, there is a third explanation--the unintended act
or, more specifically, spontaneous behavlo~.
Spontaneous Acts
While in the event of moving, the Madrona team members were not
prone to spontaneity. A spontaneous act as used here means behavio~ that
appears to be misinterpreted from vn1at the original actor had intended or
unintended. The consequences of spontaneous behavior may be dissension
-;
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or harmony, depending again on its 'fit.' As compared to intentional
behavior, or intended acts, spontaneous behavior only fits into the 'mis-
fit,' and 'just fit' categories. A spontaneous act that 'ov~rfits' is
inconsequential in terms .of producing any reaction on any .of the partici-
. pants: it justdoes not appear to have any significance to the originator·
or the recipient(s). It is apparent.that even though the act may be
spontaneous, it is still a~joined to the situation. It is the act's
newness to both actor and audience that makes it spontaneous; and newness
to both the Madronaworker and fellow workers is difficult to accomplish.
In relation to harmony, the spontaneous act appears to be more
peculiar than the intended act. The consequences of a spontaneous act
that is a 'misfit' and a 'just fit' can be either harmony or dissent.
The spontaneous act that 'misfits' can be received by the actor in two
ways. On the one hand, since he had not vested much interest in it
(since there were not any conscious alternatives or choices involved),
he may simply not care. On the other hand, since it was not intentional
and the worker does not really feel responsible for it, he may become
quite tense, anxious, and emotional about justifying the negative
14
response.
The spontaneous act ,that 'just fits)' however, has a potentially
long career ahead of it. In other words, no matter what the actor thinks
of the recognition and acceptance of this unintentional thing he did, it
is highly probable that it will become a part of the repertoire of pro-
fessional acts. What is meant by "what the actor thinks" is that he may
not necessarily desire status differentiationat that moment of initiating
. the spontaneous 'act. He may just want to work along with the other team
member(s) in the 'appropriate manner,' as defined by the situation. He
-~
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may feel that the attention he is re~eiving is unwarranted and uncomfort-
able since he did not want to be different than anybody else at that time.
Another reason for shunning the pos~tive response to his spontane-
ous act is that he may feel that he has lost control of the situation.
He did not intend, or plan, or decide on the act--it just happened;
therefore, he is asking himself "what hap~ened?" He has a sense of
being momentarily lost from his fellow workers, audience, and the 'gen-
eral movement' of the scene". 'However , regardless of the way the origina-
tor of the spontaneous act feels, it will usually be adopted as a part
of the professional program by some member of the work group.
The above case on spontaneous acts may be overstated; however, it
does point out an important concept in relation to this particular work
group. This'work group, as already noted, is .structured around status
equality. There is a constant strain to portray those acts that are
accepted by the work group members. The formally recognized status dis-
. tinctions are held meaningless by a majority of the Madrona crew. What
counts in relation to the notions of professionalism is how well one can
stay within the bounds of the acts and still differentiate himself. The
implications of this are important for they point to the fact that status'
differentiation in this kind of group is, very difficult to realize and
experience. This statement is illuminated even more by the lack of
spontaneity that exists between the wo~king members on a' job and the
very minimal number of spontaneous acts that' were observed that became a
part of the professional acts.
During the period of observation, two spontaneous acts were recorded
that 'just fit,' and were adopted by the Madrona crew; both were spontane-
: ously projected in directions that ~ere .not actually conducive to the _
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worker-customer relationship. Both acts were picked up, however, and
placed into the humor category and later used, ~vhenever it was appropri-
ate, in front of management, customer, and fellow workers. These acts
are described below:
.1. The first spontaneous act that was observed originated
with Ray (helper), who, at that time and maybe most of
the time, had an unfriendly relation with Bob (driver).
Bob had been pushing Ray during ~ job and finally Bob
did the unforgiveoable thing--heattempted to order Ray
to move something better. Ray responded ina hostile
and aggressive manner by litoerally shouting "Suuure!
Bob can do it! Peoor Mother Fucker!" From then on the
latter phrase was unacceptable in front of the audience,
but was used quite frequently among the workers. How-
ever, the first phrases were adopted and built on so
that a whole repertoire of this kind of humor eventually
was built up under the manufactured label of 'rapping
humor,' .and was used virtually everywhere one felt it
appropriate. It was quick, short, sporadic, and fit
into the movement of a Job with ease.
2. The second spontaneous act was observed from a first
person standpoint--me. °This act came about after Ray's,
and again was placed in the flexible, elastic hum~r
package. When doing this particular act, I had no idea
what I was doing~-except carrying a very heavy piece of
furniture and knowing that I was getting very tired, and
felt like simply droppOing it. However, the response that
I was receiving was not befitting to my predicament. "1
was working damn hard; why were they smiling~ chuckling?
They should be more serious and encourage me, instead of
intimidating me." I was feeling a little anxious,re-
sentful, and lost. However, as the situation became
clearer, through more responses, I found out that I had
originated a new kind of humor--'facial humor.' While
carrying the heavy piece of fu~niture, my face was going
through all kinds of contortions, (this is not considered
proper if you are a professional; the customer will start
to worry) which struck the rest of the team as quite
funny. (Anyway, I felt like I had, done something 0 I did
feel separated, from the first person standpoint)iS
These are two examples of spontaneous acts that were recorded--not
very many; however, one must remember that the entire scheme of this
paper is focused· on working the move. Even though there appeared to be
more spontaneity outside of the actual moving, those spontaneous acts
..
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that were actualized on the move were mostly 'misfits~' The above were
the only two that were recorded as 'just fitting.' In other words, the
spontaneous act that 'just fits' is what it means; it happens in a situa-
tion, like amove, and from then on its appropriateness is upheld in.
that situation from which it originated. Other implications are that
status differentiation is experienced by degrees, rather than as a con-
stant. Also, the lack of observed spontaneous acts points to the fact
that there is a constant stra"in to conform,. as much as one can, to the
professional acts. This, in turn, leads into a discussion on dissension.
SECTION III
GROUP AND" INDIVIDUAL" DISSENT:
GETTING AWAY FROM THE PROFESSIONAL ACTS
Introduction
Dissent in regards to the Madrona work group took two forms: group
and idiosyncratic. Also, dissent can emerge and strike out in two differ-
ent directions: toward and away from the professional acts. Both, how-
ever, take the· form of 's~epping-out.' Allor portions of the group
members may step-out together to initiate group action, or individuals
may step-out to initiate their own action~ Both actions initiate a
momentary activity that gets away from the" professional acts. Dissenting
by stepping-out can resemble anything from open rebellion to passive
resistance. The Madrona work group is no exception. Moments of dissent,
both group and individual, were more frequently observed when the first
act of coordination was being established with some difficulty. The
f61lowing discussion will focus on this act as reason for group dissent
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and the related forms of dissent. The individual will be brought in next
and conjectures made concerning reasons for idiosyncratic dissent.
Following is a description of the three ways in which Madrona workers
step-out while working on a job.
The Madrona Group: Reasons for Dissent
The discussion will focus on the .Madrona working group as a whole
and describe some reasons for group dissent;.o What kind of behavior con-
tained a high probability for all or part of the group members to dissent?
o.
During the investigation three reasons were found that had potential to
cause diss-ent: (1) inappropriate frequency of a particular job's acts;
(2) establishing rhythm and movement with 'too much talking, '; and (3)
the "too many chiefs and not enough Indians" syndrome. The first reason
is common to all the jobs. Reason two is more common to a household move;
and reason three is more common to the office move. All of the reasons
are specifically dealing with the act of coordination.
As recalled from Figure 5, jobs had a particular structure which in
turn influenced a difference in the frequency of two of the acts--advice
and humor. The offic~ move is characterized by orders and the frequency
of advice is decreased. Humor is intensified to help offset the strain
caused by the issuance of orders. The household move is characterized by
advice and a seriousness that is intensified for the benefit of the cus-
tomer, which, in turn, subtracts from the frequency of humor. The
probability for dissent would increase if this particular frequency was
16
altered.
For instance, it is perfectly clear that an office move with at
least two teams of three or four men needs some kind of immediate organi-
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zation. For example, to advise rather than give orders in an office move
would greatly retard immediate organization for speed a~d efficiency. No
matter how directly one may give advice, it is still more time consuming
than giving a direct order. Without immediate organization the workers
begin to feel very unprofessional in front of their audience--the office
workers. The worker begins to feel frustrated for he is either losing or
not gaining control over his professional,acts. The remainder of the
professional package cannot be utilized until the basic act of coord ina-
tion is established. Without this first essential act, the other acts
lose their professional significance, Therefore, establishing group
status becomes increasingly difficult with the increase in time that it
takes to coordinate the workers' activities. With this twofold difficulty
of time and coordination there is the likelihood that the occurrence of
dissent will increase.
On any type of move there is a continuous strain to establish
.rhythm. "Setting a pace" probably depicts this type of rhythm the best.
Coordination, of course, is in part the establishing of rhythm. Once a
rhythm has been established where the worker who is loading one piece at
a time without too much hesitation between pieces and the helper is able
to haul the items so that he can fit this ,loading pattern, then the move-
ment of the move can be slightly increased or decreased. Once this pat-
tern has been worked out, it appears smooth as compared to a sporadic
movement, and in turn appears more 'professional.'
When the rhythm of a move is interrupted, problems can occur. So
long as the interruptions are directly related to the move itself (large
pieces, Jam-ups, a falling tier, etc.), the problems can be handled in a
'manner that satisfies the workers' notions of professionalism. However,
-~
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if the ,movement and rhytlnn of a move is interrupted by external forces,
then the problems may be professionally unreconcilable.For example, the
most coronion interruption of this sort was "talking too much." That is,
t~lking too much to the customer about unprofessional things--things. like
one's personal virtures (physical strength, family, education, etc.) and
the virtues of furniture moving (income·, telling customer how skillful.
furniture movers are, or· simply bragging about the occupation).l7
These latter .kinds of interruptions are external to the workers'
notions of professiona,lism, for both retard the task of working toward a
status because of three assumptionsft First, talking about one's personal
virtues is too idios~ncratic, which means that the other team members may
feel belittled. Second, overtly bragging about the profession of furni-
ture moving is considered by the workers asa phony way of proving some-
thing. The third point is generally related to the above two and is
simply that external interruptions of the thythm and movement of a move
also obstruct the performance of the acts. The above reasons illuminate
the assumption that they all retard, in one way or another, the develop-
ment of a group status; therefore the probability of dissent increases .
.The clicht, "too many chiefs and not enough Indians," is probably
apropos to, any task-oriented group that has shades of equality transcend-
ing its rank and file. Of course, there is nothing wrong with the 'rank
and file' being chiefs once in a while. However, during an office move,
"too many chiefs ••• " meant that there were entirely too many indivi-
duals and not enough group members; they were acting outside of the first
'law of this working group--coordination. More importantly, there is one
factor that makes· "too many chiefs • • . tt problematic; instead of being
together, the chiefs issue contradicting ~rders and total bedlam is the
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usual result.
Of all of the reasons for dissent, this one is probably the most
damaging.to the image of a professional furniture mover. It is a disor-
ganized'disaster. Fortunately, it was not a common occurrence and only
once did it have a lasting effect on an office move. By 'lasting effect'
is meant that the move was bad from.beginning to end. No one knows wha.t
he is supposed to be doing. For instance, one moment a worker is loading
an elevator, trying to attain some kind of rhythm; the next moment he is
~earing down a desk. Then, when multiplying this job-shifting by eight
or more. men, one can safely say that "confusion reigns," so much confu-
sian that dissent takes on a diffused character. It is not directed
toward anyone thing, nor does anyone worker dissent like any other.
This prolongs the bedlam, the confusion, and the result is a'diso~gan-
i d d · 18ze lsaster.
The implications of this last statement are that dissent by getting
away from the professional acts may in turn help re-establish them in a
move. As observed during office moves especially, this kind of dissent
usually involv~d part or all the team members dissenting in one direction.
A direction towards the obstruction; that is, not allowing the acts to be
played. Hence, the next two blocks of discussion will center around
these two alternative directions of dissent.
Drastic Action: Dissent Away to Establish
or Re-establish· the Professional Acts
'Dissent toward the professional acts' sound like a tautological
statement, for it appears as though it means the same thing as a 'strain
toward status equality.' And, in part, it does mean a 'strain' of sorts.
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Dissent toward the professional acts, however, is defined as something.
more abrupt or drastic than a continuous strain. A more fitting defini- .
tiori is as follows: the drastic re-establishing or establishing of
particular key acts that have been or ·h~ve not been situationally defined
'so that other acts can be incorporated into the situation for the pur-
poses of 'illuminating' a professional performance. The key words in the
above definition are tle 'dr.astic re-establishing or establishing or par-
ticularkey acts.' For the working group at'Madrona, 'coordination' is
a key act andwheri the act of coordination is not becoming situationally
defined, drastic action may be needed to establish the act of coordination.
At a move the workers may employ two kinds of dissent toward the
professional acts: (1) shifting and re-focusing the responsibility of
leadership; and (2) removal of a 'clog' by physical or verbal abuse.
Leadership within the Madroria work group is tangential. The leader-
ship was never solid nor was it constant between jobs. There was never
one leader in the Madrona work group, but there were three or four. A
more fitting-description of Madrona leaders is 'momentary leader(s).'
They emerge or arise for a fleeting moment, do the act that benefits the
-_performance and then immerse ba~k into the group. In the middle processes
of a move this mode of leadership is very conducive to the workers'
notions of professionalism. It initiates _a team activity that helps the
demands of status equality and status differentiation. 19
However, momentary leadership does have its drawbacks, especially
in the initial phases of a job when establishing coordination. With
momentary leadership the team members are more apt to shift and re-focus
on another member much more quickly than they would if there were· a
strong~ charismatic, 'great man' kind of leader directing a move. There
1-
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are situations where the leader may need time to find the best way to co-
ordinate the team(s). With the availability of other 'leaders,' however,
and by the fact that he is attempting to be constantly highlighted as a
leader, it does not take very much time for the workers to locate and
isolate him as the culprit who is not allowing them to play their profes-
sional acts. Hence, his directives .are subtly rejected and the workers
begin to coordinate themselves with the help of one, two or three of
their fellow group members.
Usually two members of the Madrona family would direct the office
moves. Management's function was to set the team up, give each team its
area of responsibility and then give each team the overall stratagem or
a move, after which the team members would coordinate their individual
activities and simultaneously coord~nate their team's activities with a
related team. Management would usually not intervene at this latter
phase unless a better metlnd of coordination of individuals and teams
appeared. However, the concern.here is with the first phase, where man-
agement is occupying the leadership pesition in attempting initially to
coordinate the Madrona work group.
·It appears that a chain of events would occur where the ·most
minute detail of coordination would be worked out by the individual worker.
Management has the responsibility of est~blishing the first initial links,
after which group members would establish other 'links.' When the first
initial links are not visible in the sense of a structure that is com-
posed of teams, responsibilities and/or overall strategy, the workers
begin to find themselves in a real dilemma. Frustration and tension
creep intb the working group. Individually they are confronted with
·three apparent alternative causes to the" probleTI1: it is 'I,' one or all
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my fellow workers, or management (customer does not enter as analterna-
tive~ for he is not giv~n a place in the initial phases of the move).
Again, even with the making of dissent, there are ambivalent
properties. The worker does not know what the problem is, and to find
out, he begins an inquiry into the source of what is deterring them fronl
the act of coordination.· For instance, the worker begins the inquiry by
grumbling within earshot of another worker; the other worker will usually
respond by grumbling back about how "shitty the move .is goi~g . . . I
don't even know what I am s~pposed to be doing." In short order, the
worker and his fellow workers know the source of the problem--management .
. However, the ambivalence at this time is only resolved between the
workers. Now they must somehow resolve the ambivalence that is surround-
ing their alternative ways of. either doing nothing or going against man-
agement's lack of leadership by ch~osing another leader. With the latter
they do it by dissenting.
The potential leaders can be found among the members who maKe up
the work group. In an office move the potential leaders would be Einer,
Jessie, Bill, and Ray (when he felt like it). Once the workers shift
and focus on a potential leader, the act of coordination also shifts. If
the worker responds to these demands of leadership, he ~vould have to
establish the primary links that manage~ent's lack of leadership failed
to· establish.
Of course, the dissent does not mean that management is experienc-
ing a coup; more accurately, it simply means the management's directives
are now being interpreted by either all or part of the aforementioned
leaders, ·who then direct the rest of the workers. The interpretation of
·management~s directives is such that both expressive and instrumental
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connotations are applied. The worker(s) who have been momentarily chosen
by fellow workers to lead and initially coordinate them must do exactly
that; for now there is the added responsibility of arresting the bl.l:llt-up
tension that is being produced by management's inadequacies. Fortunately,
the working-~eaders do not have to perform this twofold job over a long
period of time. Instead, they must .get some resemblance of coordinated
activity into the working group in a shor.t, but hectic, period of time.
During this time theY.have to arrest' tension by applying a little humor,
and issue orders affecting the individual makeup of the team, the team's
responsibilities, and the moves overall stratagem. Once the resemblance
of coordinated activity spread throughout the work group, their duties
as leader become minimal. Now, the drama of moving is finally able to
unfold. 20
As already mentioned, another reason for dissenting is the worker
who hinders the rhythm and movement of a job. This worker is appropri-
.ately termed a "clog." The working clog can be found in the initial, the
middie and the end of a moving process. His notoriety, however, is'mani-
fested during the middle processes, since th~ humdrum of initially coor-
dinating men and activities has been smoothed out. The middle processes
usually have an established rhythm that allows the worker to concentrate
on the remainder of his professional acts. A clog unintentionally dis-
rupts the overall performance, and unthinkingl! is retarding the workers'
attempts to build up their group status. Focused dissent takes shape in
two forms: (1) verbal abuse is usually the first in a two-step process;
and (2) physical abuse is the second and most extreme form of dissent.
It "is evident from the above that ,'new guys' are more likely to be
"clogs than are the "old guys" (old is not necessarily in terms of age,
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but in terms of years of experience). However, ther~ were instances
where an 'old guy' became a clog. Once the verbal abuse began, however,
he did not remain a clog for long. Verbal abuse TJ10uld take many forms.
The two most common forms were ugly humor and direct confrontation.
'(Ugly humor is humor that is superficially ~unny, but subtly pointed
toward a clog's vulnerable person.) "God, you're fat, Bob," or "Poor
Ray has had too many BennysU are examples of ugly humor. With an "old
guy" ugly humor would be exceptionally" easy for he has 'been 'around long
enough that his "sore spots" are common knowledge to the others. For
eXample, Bob being overweight, Bob being in debt, Bill an alcoholic,
Vance an egghead or a rock, Einer's wife problems could be a sore spot
with these men. When a worker became a clog, his sore spots were used
in a most disc~eet but pointed way.
Even the 'new guy' can become vulnerable, for he is trying to make
the grade as a furniture mover and this in itself' can be his most tender
spot.' However, a mo~e common occurrence with a 'new guy' clog would be
direct confrontation. Since the informal bonds had not yet been
tightened, he would still be considered an outsider who was not as yet a
member of the Madrona group.' Therefore, he was handled in a less delicate
manner than an old member of the group would be. Direct confrontation
would take a very special order. First, the workers would let the
aud{ence know, in a subtle fashion, that the clog was a 'new guy.'
Second, the, 'new guy' would be given hints that "talking to', customers
about things not pertaining to the move is taboo." And, finally he would
be called "lazy," "not physically capable," or a "new guy who had better
pay attention to' moving because there is a lot to learn."
85
Now, if the latter does not make an impact; on a 'new guy,' the
movers will attempt to teach him a lesson or remove him from the moving
end of the operation by physically abusing him. The former mode of
physical abuse is used to show the new guy that there is much more to
moving furniture than apparently meets his eyes. The other workers will
carry a piece of furniture (like a sofa) down or up a flight of stairs
and do things with the piec.e that add weight to the other end where the
'new guy' is struggling. This added weigh~, with a few jerky motions) is
not necessarily physically dangerous, but it does have the capacity to
be physically excrutiating. Hence, the 'new guy' should be able to add
up all of the verbal and physical abuses to highlight his wrong doing.
Thereafter, he should begin to pay more attention to the move, asking
relevent questions and hence cease being a clog.
There is one more alternative the workers can choose if the 'new
guy' still persists in being a clog (this is even after talking to man-
agement who may not be able to do anything). Physical damage is, of
course, the last resort measure of removing a clog. However, the 'new
guy' symbolizes a real threat to their aspired professional standing and
equally, or maybe more important, he is a threat to their physical well
being and eventually their livelihood. It is not difficult to crush
sonieone's toes, fingers, or slip a 'new guy's' back. Once it is done,
h ' , . d hI· d 21t e new guy 1S out an tee og 1S remove .
Physical abuse to the extreme of physical damage is the most specif-
ic,_and-in itself the most extreme form of dissenting toward the work
group's aspired status. However, all of the above methods of dissent
show one common characteristic--theyare all outside the boundaries of
the professional acts. This could be because whatever is causing the
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disturbance is also outside the boundaries ·of the professional acts, and
the only way of restoring some resemblance of the acts is either to bring
it back or cut it off.
Every example that was given exemplified a focal point toward
which workers could resolve their ambivalence by choosing a line of ac-
tion and therefore doing something to that object which is obstructing
the process of gaining group and individual statuses. Once the reasons
for the obstruction. have been established by the workers, or by part of
them, through verbal ~nd non-verbal communication they are able momentar-
i~y to dissent as a group. However, what happens when the ambivalence
cannot be resolved by the group? The fact that the workers, or even a
part of them,·cannot agree on a focal point means one thing--ind~vidual
dissent.
The Madrona Worker: Reasons for Dissent
Before there is a discussion of the actual moment of an actor's
di·ssent, .there will be an explanation of some reasons for individual dis-
sent. During·a moving job, what prompts a Madrona worker to'step-out?~
When one cannot find answers to bothersome questions, he is in a state of
ambivalence, especially if the questions themselves contradict each other.
Sometimes the answers are found ~ithin the situational context, at- other
times they are found outside the situation. In relation to the job, the
professional acts are a part of the situation. Sometimes the worker has
to go outside of these acts to find answers to unreconcilable questions.
These contradictory questions arise because of two reasons: (1) lack of
recognition for doing something the worker considered new or unique; and
(2) -too much recognition. Both of these r-epresent status equality and
-==
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status ,differentiation through the notions .of confinement and boredom;
confinement being associated with lack of recognition and boredom being
closer to too much recogn~ion.
When working on a moving job with other ~~drona workers, it becomes
an extremely difficult task to be anything different than your fellow
team members. A worker attempts to tell jokes, be serious, highlight his
coordinating ability or suggest pieces of furniture for loading. He may
combine acts like coordinatirig and being serious (carrying a piece of
furniture and placing .his hand between the furniture and the wall, thereby
h~ving his hand hit the wall before the furniture and preventing damage)
or do any other number of' combinations to illuminate his skill, more or
less his uniqueness. However, all of these intentional efforts at want-
tng some kind of attention and recognition may not be actualized between
the worker and audience (in this case the usual audience is the otl1er
workers). The audience either simply neglects or silently rejects the
worker's overture at separation. With the increase of failures in experi-
. encing status differentiation, there is the incFeasing probability that
this worker will 'step-out' and dissent.
When a man is attempting to gain recognition by means that are con-
sidered by. him and others as being situationally appropriate, he probably
wants this attention very much. It may .be very important for his ident-
ity as a furniture mover. He would like to be recognized as an important
member of the team and establish an identity which is within the frame-
work of the work group rather than outside of it. To accomplish this,
'he must work within the structure of the professional acts. In turn, he
may riot be receiving the attention or recognition he so desires. To
himself, his status as a furniture mover is questionnable. His team
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member~ may think he is an excellent furni~ure mover; however, if they
are not receptive· to his· demands for recognition, "how will he know?"
Questions arise about his own status as a furniture mover.
As soon as the doubts arise about his status as a furniture mover,
questions concerning other aspe~ts of his life begin to impinge on the
moving scene. The Madrona worker is not only a furniture mover, but he
is also a home owner, a car nut, a married man,. a carpenter, and a person.
He is an i?dividual whose personal makeup is a conglomeration of all of
~he above-mentioned things, pl~s many more. If he does not feel important
d~ring· a moving job, and continues to remain ambivalent about the contra-
dieting questions about himself, he may start losing himself into the
work group as an unimportant entity. He feels confined in not being
able to tell everybody that he is a home owner, a college graduate, or
that he is strong. He may feel an overwhelming urge to step out and do
it. If he does, he is momentarily resolving his ambivalence by dissent-
ing on the job.
Too much recognition brings in the same kinds of dilemmas as lack
of recognition, but the feeling of confinement changes to one of boredom.
The dilemma of whether to be a furniture mover and/or an individual
changes wi~h the emphasis of too much recognition. Much of the discus~
sion so far has been to illuminate movi~g as an exciting trade. However,
this is not the case all of the time, for there are moving jobs that are
routine.
It is usually during one of the seemingly routine jobs that one
becomes frequently recognized for doing hardly anything at all. During a
job of this sort, one begins to doub~ the status of furniture moving. He
himself begIns to doubt his O\VI1 conceptioI1;s of it as even a trade. "How
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come it seems so boring today?" or "Where ~s this sense of fellowship
with my team members?" are a couple of hypothetical questions that may
arise from a routine job. Whatever the question, it probably has·some-
thing to do with the virtues of furniture moving.
Ambivalence enters the scene when the worker has a choice available
am~ng; (1) doing something with the acts that apparently have lost some
of their meaning during the job, or (2) a choice that involves doing some-
thing that will cause some excitement by stepping-out and decreaslng bore-
dom, or (3) he may do nothing and continue to be ambivalent about the
situation. The second alternative seems like the most likely choice for
a line of action that will change the job from one of an automatic pro-
. cess to a more dynamic one.
He may step-out to get some kind of excitement into the move, even
though this excitement may take "the form of anger. However, even with
anger, the move will lose the appearance of a superficial, automatic
process. The aefinition of the situation is in flux, and hence expecta-
tions are momentarily lost and the workers may become actors again in
redefining the situation.
Dissent Away: Individual Dissent
During a job there were instances ~hen individuals in the Madrona
work group would dissent. They became unprofessional. These moments of
individual dissent took three basic forms:, (1) intensifying a profes-
sional act beyond situational appropriateness; (2) choosing alternative
lines of action that were 'out of place'; and (3) acting too in.dividua1ly,
or a more appropriate term, idiosyncratically. Individual dissent in any
of the three forms is caused by attempting to resolve contradicting
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questions that arise out of the concepts of confinement and boredom.
'Too much professional act' is either intensifying an act to the
point of ridicule, or utilizing an act too frequently. Intensifying an
act to the point of.ridicule occurs basically when a worker is over-·
acting; it takes on the appearance of phoniness. From the audience per-
spective it fits into the earlier category of a 'misfit' act. However,
from the actor's perspective it is over-acting because he either feels
confinement or simply is bored silly. His performance may be responded
to as being ridiculous or absurd. The response to the worker's perform-
apceis usually transmitted to him in the form of ridicule. That is) of
course, if the other workers, are attempting to establish the professional
acts. If they are· not, if the job has disintegrated beyond the point of
recovery, the other workers may be 'stepping-out' as well. Then his
. b· I d d b I h ... 22over-actlng may e app. au e. y aug ter or lffiltatl0n.
When 'acting out of place,' a ~orker.behaves in a manner that may
be appropriate to. other work-related activities, but this same behavior
is· not appropriate on a moving job. For example, when working in the
warehouse, the movers were working at tasks that were unrelated to their
furniture moving 'skills': unloading boxcars of tires and glassware
cartons, sweeping, breaking down boxes, helping warehousemen fill tire,
rug, washer or dryer orders, etc. There were many instances when movers
would 'rank each other out,' restore old antagonisms, or initiate new
antagonisms when doing this kind of work. . The warehouse was a place
where this kind of behavior was tolerated for it did not damage the com-
patibility that the workers needed on ~ moving job.
However, there were moments 011 moving jobs when antagonistic behav-
ior would burst out with a vigor that far ?urpassed its counterpart in
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the warehouse. On a moving job antagonisms became potentially dangerous.
There were antagonisms acted out on moving jobs that took on a pronounced
character of dissent ('pronounced' because overt.anger between team mem-
bers on a job is very damaging to their sense of fellowship). Jim and I
had been working all morning in the warehouse and w'ere "ranking the hell
. out of each other." During the afternoon we went on a moving job and
both of us were quite bitter ~bo~t the morning's events. When we started
the job, we didn't say a word to each other until Jim made a snide
remark·and I responded by telling him to "keep his mouth shut." The
move ·was a miserable affair. Because antagonisms were released in one
plac.e, it is not hard to conceive of them emerging in other situations
where moments of tensions, frustrations and anxiety are not unco~non.
Overt anger, however, is not a common form of 'acting out of place. '
A more common occurrence was ·when 'acting out of place' took on a
milder appearance. For example, of all kinds of behavior that could be
considered 'out of place,' swearing was the most common. The movers,
while working on a job, considered swearing unprofessional for they
believed that swearing to the customer meant that something was wrong
with their performance. Their notion of professionalism, however, means
that they paint a picture that transmits to the audience a realization
that "these Madrona workers can handle ,problems in a very workman-like
fa~hion" and "the job is rough but the men at Madrona handle it in a
professional manner." Swearing contaminates this picture, for it trans-
mits the opposite of what the picture is expected to portray. Swearin~
in the warehouse, lunchroom, truck cab, and·the back of a truck is normal;
however, swearing in front vf the customer or in the house or office
(because you never know ~yhere the customer might be lurking) is lout of
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place. '
Once a person had been accepted in the Madrona work group, there
was quite a wide latitude of behavior he could use, without any kind of
sanction. Idiosyncratic behavior (behavior that appears peculiar to
. only that person) was a very common occurrence whenever the group mem-
bers were interacting. That is, it was common in any place, except
the moving job. Of course~ one can argue that some idiosyncratic behav-
ior is always present ina moving job; just by the individual worker's
way of treating the acts. Also, one can argue that to some degree
portions of the workers' idiosyncratic behavior have merged together to
give the Madrona work group a separate identity from any other furniture
moving group, just as the other groups have an identity separate from
the Madrona group. However, what is meant by 'too idiosyncratic' is not
necessarily acting 'in or out of ,place'; too idiosyncratic is behaving
in a manner that overtly identifies one worker as something other than a
furniture mover. Be it either a negative or a positive identification,
it remains a means of dissent--a way to establish a real separation from
the work group as an 'offender.'
It is difficult to categorize idiosyncratic behavior. It comes
into the scene in a-sporadic and inconsistent manner and runs a range of
behavior that is even further removed than 'out of place' behavior.
Idiosyncratic behavior will be discussed in terms of specific individuals
rather than general categories of behavior.
Einer, 'the playful and troubled one'; Jessie, 'the put-on artist
and strong, silent one'; Ray, the 'antagonist and one who likes to play
dumb'; Bob, 'the singer and the one who a~ays has the worst problems';
Ron, 'the cartoonist and the Bostonian' ; Jim, 'the physical speciman and.
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the mouth,' and Vance, 'the educated .one and the bumbler': these are the
men at Madrona with a couple of descriptive idiosyncratic titles. To
illuminate idiosyncratic behavior as diss~nt~ Jim will be discus·sed ·in
more depth.
Although physical strength is held highly by most of the men at
Madrona, it was never acted out in ~n overt manner. They did not show
off their strength as Jim did when he decided to dissent. He would
attempt to make a major production out of carrying a very heavy piece.
Where two men would usually carry such a piece, he would attempt to take
it himself and usually succeeded. For example, during a disorganized
office move when a portion of the workers were attempting to dissent
toward the professional acts by focusing on momentary leaders, Jim was
doing his idiosyncratic 'thing.' Within the confusion of attempting to
establish coordination, Jim, in his Tarzan-type hairdo and skin-tight
T-shirt,was mouthing and antagonizing Bob into a contest of physical
strength. With bitter feelings on both sides Jim carried a hundred and
. fifty pound cash r~'gister to the van; Bob did not. Even though it could
be considered a meritorious feat, the remainder of the workers expressed
their dissatisfaction in not too kindly terms. In this case~ it
alienated Jim even more; everybody ended· up as targets for 'the mouth' and
he continued to display himself as the strongest of all the men at
Madrona. Jim was not the singular cause for this particular office move
remaining in a state of havoc, but he did have a partial influence on
other \vorkers who turned from a form of group dissent to dissenting by
each stepping-out in his own fashion. Naturally, this had a considerable
impact in slowing down the process of establishing coordination.
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In actual events \-,There complex behavior patterns are occurring,
there exists a very thin and at moments an amorphous line between appro-
priate and inappropriate behavior. The behavior of the Madrona workers
is not any different while working on a job. At one moment a worker may
be acting away from the professional acts with other team members. At
another moment he may be doing his own thing without support of other
group members. In this investigation bot~ were considered as forms of
dissent. Dissent is not deviant behavior. Nor is it considered right
or wrong, black or white. Hopefully, this last discussion has illuminated
d~ssension as just a part of working as a furniture mover.
CF~AJ'TER V
CONCLUSIONS
What Has Been Discussed: A Brief Summary
Erving Goffman (1961: 96) mentions' that. "when the runs of a si.tuated
system are repeated with any frequency, fairly well developed situated
roles seem to emerge: action comes to be. divided into manageable bundles,
eacl1 a'set of acts that can be compatibly performed by a single partici-
pant." The workers at Madrona Transfer & Storage have, in relation to
the moving jobs, placed actions into 'manageable bundles.' These bundles
have been termed professional act~. These acts are most. prominent while
the .workers are moving furniture. The acts' compatibility with the mov-
ing job arise out of their capacity fo"r the worker to realize both status
equality and status differentiation. These acts of coordination, serious-
ness, humor and advice, fit into the drama of moving.
Once the job begins the team members will begin building them up.
Since they are working at the acts together, they are simultaneously
experiencing status equality. The very nature of the acts themselves
strains toward the removal of status distinctions between the workers.
The status of their occupation depends upon their technical skills and
their' skills at working as a team, a well polished and well greased team~
The customer likes the appearance of serious men working and doing a job
for him in a hi¥hly coordin~ted wa~. It looks professional and the cus-
tamer grants them a higher status than that which was expected by the
workers initially.
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However, to be granted status as good furniture movers is simply
not enough for the Madrona workers. They want more of themselves and of
the customer involved in the drama of the "move. By involving themselves,
they feel that the work becomes more enjoyable and, in turn, less work.
By continuously building on the acts they'are performing, thEo/are giving
the move a touch of drama. Also, in the same token, while building up
these acts, they "are bringing the custome~ into the move. By building
up these acts, the movers are gradually releasing data" about themselves
as people and this seems to have the effect of erasing customers' notions
of stereotypi.ng these men as simply being furniture movers and nothing
else.
However, this process of building up the professional acts is not
smooth, nor is it meant to be. The mere mention that the workers are
building up these acts, between themselves and customers, implies a
challenge to remove and/or maintain pre':"'defined conceptions of people.
'Ralph Turner (1962:25) indicates that "interaction is always a tentative
process; a process of continuously testing the conception one has of
the role of the other." Being tested is probably mu'ch of the ambivalence
that surrounds the alternative lines of action one may choose for the
intent of realizing status equality and/or status differentiation. When
the worker is able to succeed in realizing both status equality and
status differentiation while behaving in "accordance ~vith the profes-
sional acts, he is in harmonious relation with the situation.
However, the acts themselves have enough structure that at moments
they do not offer a worker enough leeway to behave" They just do not
have the "capacity to do what the worker may want to do. He must resolve
"the ambivalence that on one hand he.is a- group member, a furniture mover,
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and a team member, and on the other hand he is an individual with unique
qualities and he may feel that no one seems to realize these virtuous
things about him. He must rid himself of this anxi~ty, this ambivalence,
and choose a line of action to show he is different; then he must do it,
"actually to resolve the ambivalence. He may be received'in a positive or
negative fashion by his fellow workers. If he is received positiveJ,.y)-
he may feel good for a wh~:le, and he may even learn something new about
himself and his fellow workers. If his actions are received in the nega-
tive manner, he may feel anger) or feel affronted or put down for a while
and again he may even learn something new about himself and his £el10H
workers. However, it does not take too lon.g for him to start thinking
in terms of his place in the work group. If the professional acts are
no·t a part of the choices in behaving, and he does beh:lve away from the
acts, he is again dissenting. Because of the constant and sporadic dis-
sent, this TN'orker may just change or create new acts.
Is There Any Importance in What Has Been Discussed?
Does this study have any relevance to the field of sociology? The
answer to this question is probably determined by one's sociological
perspective. Some might say "it is interesting--so what7 f1 while others
might say Hit is relevant--but it' is only relevant to the Madrona work
group." To address the former would be a waste of time; hence, the latter
will be addressed with the remainder of this discussion.
In many ways the discussion of the Madrona work group parallels
~any of the experiences one has had in other types of groups: discussion
groups, peer groups, friendship, etc. As compared to these other groups,
the men at Madrona experience basically the same phenomenon; however, t~ere
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is one slight difference--they are physically working, moving and their
ideas and expressions are tied into this kind of work. For example, in
comparing this work group with a peer group, -one can readily see that
restrictions placed on the former are greater than those placed on the
latter. However, these apparent restrictions are there only when the
men are working together on a job, and the restrictions are there because
of the nature of -the work they are doing .-. Also, they are earning a liv-
ing by performing these tasks in a workman-like fashion.
However, what happens when they are sitting in the cab of the
truck, or chatting together in the lunchroom, or visiting each other in'
the tavern? As they enter these situations, the work group begins to
- resemble the characteristics of a peer or friendship group. Again, they
are experiencing the group. The ac"!:s may change but the counter-tenden-
c,ies of equality and differentiation remain.
The workers are the same, but the character of their group changes .
.Now they can sit down with each other and express themselves without the
impinging time element of working. They do not have to worry about
performing as professional furniture movers in front' of an audience.
Now they can sit down as a small group of men and talk.
Each worker now may become more aware of his fellow worker's atti-
tudes and differences. This, in turn, helps the individual clarify his
attitudes on others and helps him at least understand the minimal aspects
of the day's encounters. He is allowed to express himself more freely
now and maybe say things about his own and others' behavior while they
ar~ working. They can talk about customers and new tricks they learned
during the day. If they were not recognized for some important act during
,the day, they may be now. A worker·who was criticized during the day for
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acting ~way from the acts may now find himself a target for jokes and
hilarity, the serious~ess of his act now changing to one of humor.
Hostilities that arose 0 during the day may nmvbe smoothed over.
Likewise, hostilities may emerge from such sessions. The tavern
session--through drinking and the mysterious qualities of the uncon-
sciousness slowly rising to the surface, old hidden grudges may give
rise to very real observable ones. Simple things, like not being able
to talk because of some bl~bber mouth who is getting all the attention
or being called on to express yourself when you do not vJant to, may give
rise to dissension in these informal settings when interacting with
peers and friends.
These experiences, though, are not depicted in the group alone, but
the worker carries these experiences out into the larger society. He is
able to conceptualize the limitations placed on his behavior when enter-
ing the external world. He is able at least to understand the super-
ficialities of everyday life, and if he does not like it, he still has
his group as a place of refuge: a refuge that allows him to be in
harmony or dissent. Because of this, he may reach compromises with other
members to maintain and to build on hi.s group experience; for it is the
group experience that helps the individual crystallize his own being and
his existence within an aura of ambiguity.o
As depicted in this study, the Madrona work group is a small special
kind of group with a special breed of men. However, as one· abstracts and
conceptualizes the ambivalent nature of man with regard to the contradic-
tions of equality and differentiation, it is not difficult to conceive
where one is abl-e to resolve ambivalences, and, in turn, have a chance to
be· an ~ctor instead of solely reacting to the expected. This work group'
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de.picts in its own special vlay a style of life that has a potential to
produce new and unique things. It is in group life where the intensity
of being an equal or wanting to be an individual is felt with consider-
able cont-radictive impact.•
Further Research on Harmony and Dissension
This study illuminate.s the importance of further redearch on the
concepts of harmony and dissension. As applied in this thesis, harmony
approximates the concept of consensus. Harmony, though, is a conceptuali-
zation tha:t encompasses a broader perspective than consensus, h.armony
being closer to a negotiable or transactional existence with a situation
whereas consensus is more specifically oriented toward the sharing of a
common experience and/or agreement with other involved participants. If
a participant does not want to share coronIon experiences," or does not want
to be in agreement with others, he is considered out-of-consensus"
·With this concept of consensus stringently upheld in a situation,
being out-of~consensus specifically connotes deviancy (deviancy being
closely related to abnormal behavior). The usual consequences of this
behavior, that is labeled deviant or abnormal, are ostracizing, blatant
prejudice, or damaging ridicule. This is not saying that certain kinds
of behavior may not "tl1arrant the label of deviancy (i. e., murder, beating
up old men and women, raping sDlall children, etc.); however, more often
than not, the concept of deviancy is used for any mode of behavior that
even scratches or hints at being out-of-consensus.
The study reported in this thesis discusses working men's behavior
that at times is· considered out-of-consensus. Also, the situation the
men ar~ engaged in is considered a rather tight and formal situation.
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However, they are not ostracized nor overly ridiculed for abnormal or
deviant behavior, since this behavior is not considered 'deviant.' Their
behavior is not placed into categories of right or wrong behavior, nor is
it placed in categories of normal or abnormal; instead, their behavior
'is as varied as the situations they participate in and as complex as the
personalities they connote.
Being in dissent is quite the opposite to being considered a
"weirdo," or a reasonable facsimile to· a deviant. Fellow workers do not
consider other workers to be out-of-consensus for this would mean the
worker is ~€viating from a well-defined norm; interaction between the
workers is a rather tenuous process. The Madrona workers do not consider
themselves in-consensus or out-af-consensus with each other. They view
each other as being a "maybe": "Maybe he will agree with me or maybe he
won't."
The Madrona workers do not always expect consensus or agreement.
They do, however, expect to act like professionals while working on a
job. They do expect consensus by way of coordination; they do not expect
consensus on the remainder of the acts. They will do "their thing H
while moving, while the other worker will do his. The Madrona workers say:
"What do you know--he does agree with me!" They do not expect consensus.
They do like to be in harmony, which is like having an aura of pleasantry
encompassing a job. They also like having an aura of excitement and
frustration (which is like being in dissent). No matter how deviant the
men were during the job, they were always looked on as being "themselves."
They did not destroy anything, except a few misconceptions that the cus-
tamer might have-had.
!!
=
102
This notion concerning harmony and dissent is a real phenomenon
among people. These notions include consensus, but bypass the negative
superficlalities of deviancy and this is reason enough to pursue further
research in this area. Deviant behavior may be placed on tne outermost
fringe of a normal curve. Hm"ever, man is at fault for being too lenient
in .conceptualizing deviant behavior and consequently the negative reper-
cussions may smother those unique and genuine qualities of dissent.
~nstead of remaining on the fringes, deviancy begins to crawl up the
~lopes of normalcy and the further it crawls, the less man will be able
to act. He will, indeed, become plasti.c.
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APPENDIX A
EDITED FIELD NOTES AS FOOTNOTES TO TEXT OF CHAPTER IV
1. During the summer of 1968 I was working at Madrona Transfer & Storage
as a helper and later on as a driver. .During the summer Bill and I got
into a discussion concerning the trade ·of furniture moving. He talked
about certain technicalities that were involved and had to be learned.
However, his main emphasis was on the innovati·'le aspect of loading and
hauling. Bill stated that "every job is different--as long as I have
be~n working in furniture, I've never seen two jobs the same." I
replied by stating that "it's sort of an artistic trade with them~" He
laughed.and replied "in a way." During the summer of 1969, my actual
participation as an investigator, the same topic was discussed with one
slight change--"furniture moving as an art" was brotight up by Einer·, Bob,
Jessie, Ron and Bill.
Even when talking to union officials about their contract, the men
would compare their occupation with freight hauling (which to them does
not require the skill that is requ.ired in furniture moving). "We are a
trade like bricklaying, carpentry--we are ·a trade just like they are-":'
and our contract should be like theirs."
2~ The subtle distinction between working toward and under a borrowed
title was brought out by Bob unintentionally during a household move.
Bob kept talkin~ to the customer about the virtues of his occupation; he
kept trying to stress the point that furniture moving is different than
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other truck driving jobs. He mentioned the differences between jobs, how
he must always load furniture differently from job to job, how he "felt
like an artist." During this dialogue both Jessie and Ray were becoming
increasingly upset. They kept referring to Bob's 'mouth' as "flapping
"too much about their trade." Jessie and Ray told me that it made them
feel degraded to hear Bob trying ·to convince someone that their '''work'i
is better than other kinds .of "work. lI "We just do it, and the customer
will make up his oym mind."
3. Bob, Einer, and Jim referred to the customer as someone who starts
out in· a move 'tvith a "god-like attitude" toward them. Einer continuously
stated that a customer thought of him as "just a truck driver • • • and
most people feel that a truck driver is a dununy." "Plug a little funni-
ness into the Job," "be concerned about their furniture, 110 matter how
trashy, 'f "don't jerk, be together when carrying two-man pi.eces," and
"don't humiliate team members by being bossy" were all said at some time
during the summer of 1969. In a more indirect fashion, "don't be depress-
ing," "don't play on a job," "the customer does not .like smart aleck
people working for him" all were collected throughout the summer while
in the truck cab, in the lunchroom, while working on a job, or in the
tavern. And, importantly, observed and ~xperienced by me on a moving job.
4. Both management and customer alike would talk about coordination as
being a prime' example of good workmanship. "You make it look so easy," HI
remember when we moved in and took a friend and myself a long time to put
that wash machine into the baseme.nt," are typical remarks made by pleased
customers. "You· guys looked rea.l good in the Standard Insurance office
move; you were organized, and kept the flow of equipment moving without
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any noticeable jam UpS,H was a remark made by a person in management in
reference to one of the better office moves.
5. There was one job in particular that I became quite aware of a cus-
tomer expecting seriousness OIl the part of the movers. Jim and I had
gone on a small local move; I was driving and Jim was my helper. Well,
I wasn't in a seriou.s frame of mind that morning, nor did I feel. like'
acting serious. I had ahangCiver, whi.ch only laughing and. lots of humor
seemed to cure. Acting serious seemed only to intensify the very dis-
t~nct sound of crashing waves inside my head. Jim, who goes the way
. the driver goes, did not help the serious act. Instead, both-of us
were laughing, joking, and it generally appeared as though we were hav-
ing a jolly good time at the expense of the customer. We finished the
move in the allotted time and went back to the warehous~ where Jay*
Madrona was waiting with a pink slip (complaint). It just so happened
that we were accused of breaking a T.V. set, breaking a lamp, breaking
the legs off a chair and playing instead of working. All of this just
because we had not acted serious.
However, when seriousness is portrayed, the customer begins to
relax. Even though he is relaxing, it does not mean that the mover's
status has increased .any, for the customer at this stage is still auto-
cratic. "Now, be careful," "why don't you load the piano first?" "why
did you put that lamp shade on the top?" are typical customer remarks
while still in the first phases of a move. Humor injected slowly, then
increased to a point, was one strategy that was used and seemed to work
in developing a friendly mood. However, more often than not, humor
~Fictitious name.
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injected sporadically with seriousness being present as an underlying
current. When humor is brought in, the customer's bossiness usually
diminishes and he becomes more personal. He· begins to ask about back
stage information on the .workers. "You married?" "How long .have you
.done this?" "Do you get a lot of overtime?" "Is there any special 'Ylay
of moving a stove?" etc., were a few recorded customer remarks once humor
is injected. Status disti~ctions between worker-customer appeared to
disappear.
,,6,. During jobs, no matter how hard the workers may try, some customers
.-rej ect. their overtures of humor and friendliness. These customers are
considered real "sourpusses," l'shits," "big shots," or "mother-·fuckers. "
They continue a constant barrage of orders throughout the move. No matter
how hard the workers try to be nice and congenial, it remains a futile
effort at establishing themselves as people 'rather than "laborers." When
the workers become aware of this lack of friendliness by the customer,
they begin to ignore the customer and entertain themselves. That is, if
entertaining themselves is still a possibility. In instances such as this,
the back of the truck becomes a livelier place than when the workers are
succeeding in stirring up an atmosphere of good will. There is more talk-
ing about the custom~r, an increase in s~ort smoke breaks, an increase in
topics of discussion, etc. The back of the truck is an excellent example
of 'backstage' behavior when front stage behavior is failing to receive
the reactions it usually receives.
7. The workers' conception of a 'good move' is about as varied as the
number of workerB belonging to the Madrona work group. Even amongst the
individual workers the definition of a good move changes. At one momen~
------i
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Bob thinks he did a tremendous job; however, he does not receive a 'tip';
he then becomes dissa.tisfied with the customer who was perfectly congenial
throughout the job. At another job, everything stays constant in·rela-
tion to friendliness, no damage, customer respect, etc., but no tip ~s
mentioned by Bob and he thinks it was a 'good move.' While I, as his
par.tner, interpreting the first one as baq because Bob was talking too
much and wasn't concentrating on moving furniture, did not expect a tip.
Through the summer of 1969, there was one move that I participated in
that all team members agreed was a Hdamn good move." The ''team consisted
of Bob, Ray, and Vance. We moved a very rich lady from one beach house
-to another at Salishan (a_private beach for very wealthy people to build
their own little [sic] beach cabins). We wore our best uniforms, starched,
pressed, and Madrona patches in the proper places. Before the job
started, she already had a reputation as a generous tipper.
Bob, w'ho, prior to this move appeared i.ncapable of issuing nothing
but orders, wa~ giving and taking advice all day long. Bob, who also
appeared to be a 'mouth' in other moves, was quite content in being a
mover in the more fashionable quiet manner. Ray, who has his ups and
downs, was on a very apparent up during this job. Maybe because this lady
was nice and a very gentle person, Ray was subdued into a state opposed to
his usual boisterous,' loud self. Before the job, I had seen the ac ts, but
in this move the acts were so personified that a layman would have a dif-
ficult time iIi avoiding the constant and b~atant appearance of them.
Never before had I observed Ray and Bob so diligently giving each other
~dvice in such a friendly fashion. This is the only move that I had and
would see them get along, at least superficially, so well. There was a
sense of everybody participating; even the nice and gentle lady we were
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moving TN'as very much a part of this manifest drama in moving. "We got
twenty bucks a piece for our super'b performance."
8. Since an 'overfit' is invisible just by its definition, I will use my
own personal experience while working on a job, and simultaneously trying
to differentiate myself within the bounds of advice and humor. During a
household move, I was the driver and Ray was the load er. Knotving my lack
of experience and realizing R2.Y' s experience and hatred of autocrats, I
decided to bring a little humor in while giving advice on the next. piece
I wanted Ray to bring me. I walso wanted to show Ray how much I had
learned and in a way have him reply, "good boy." So I was .standing there
and said in a tone of voice that Ray would have used: "Suuure, he can do
it! Suuure the mother-fucker can loa~ this truck--go get me that PIANO!"
Ray replied, without a grimace or a grin, "Okay, let's go." The response
I wanted and what I got were two entirely different things.' I mean, I
got nothing in return for what I thought was a beautiful mimicking job,
with some advice to get the job done, and with an excellent choice for
the next piece--nothing happened!
9. The,misfit act in this group, at least while working on a job, is not'
a difficult accomplishment. Bob, of course, has already gained notori-
ety for his 'misfit acts.' It is apparent when Bob gets on one of his
rampages about the virtues of furniture moving that he is attempting to
gain recognition and acceptance from the other workers by convincing the
customer that he is in a "good profe,ssian." Hmvever, as mentioned in
Footnote 2, he receives a bad reaction from his fellow workers when he
starts playing this game.
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10. Ray, with his rapping humor, once established in a job,was the lead-
ing expert in making acts 'just fit.' Once he was able to initiate his
rapping humor, he couid make just fit into any situation that allowed
its entrance .by changing a few words. For example, during an office move,
·he could say "Poor girl! has on ~blue dress! poor dress!" or during a
household move, "Poor Mrs. Robinson* has a husband! poor husband!" He
always seemed to get the rt::cognition and acceptance that he wanted
.through his special }Jrand of humor.
Many times, giving advice while moving an awkward piece of furniture
~ould be recognized and accepted. For example, while moving an upright
,piano up a flight of stairs that were very steep and narrow, Bill bro~ght
in an old idea (but new tO,the rest of the team members). Since only one
man could take the front, or the end next to the ascending steps, and
two men could take the back, one low and one high, the front man could
not lift the front by himself and move it toward him up one 'stair at a
time without crushing his feet. Bill got a heavy duty strap, wrapped it
around the base of the piano, and slung it around his shoulders. In this
manner, he could use his full body to lift while being one step above the
piano ..This idea looked good, was beneficial to the other team members,
and he was congratulated for its re-appearance. When he was congratulated,
Bill's face, which was usually placid, turned into a slight grin of ap-
proval.
11. Figure 5 was constructed from my own interpretation and experience
on each of the types of jobs, and the structural characteristics of each.
I also talked with Jay Madrona about differences in jobs. He helped
*Fictitious name.
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substa~tiate two of the acts frequency in ~he types of jobs: coordina-
tion and seriousness. Hov.Tever, it was the other two acts that I inter-
preted as being variant in relation to type of job.
12. Many of the choices that are discussed here are alternatives that
were experienced by me and impressions that I got from other workers
when talking about certain events that occurred during a job. There are
instances on a job where a person wants to stay as inconspicuous as
possible. In other- words, if thj~ngs are going wrong at times, you \oJant to
'play it safe and not s'ay anything. Or you may be in a terrible mood
that day, and you just don't. feel like doi:ng .anything except get by
until- the job(s) and the day are over. Jessie said that sometimes you
just know that anything you may want to say may be taken wLong. Bob
said, "I just can't understand why Ray doesn't like me; I'm a good house-
hold mover--I must be since I always get the bad one; I let the customer
know who is boss, and still he gets mad at me. I just don't know." The
impression that I'got while BobVlas relating this to me was that Bob
makes choices between acting and playing it safe, and he is bothered by
the former because he feels he is doing the proper thing. However, Ray
just doesn't grant Bob the recognition and acceptance Bob apparently
wants.
13. This was not a frequent occurrence with regards to the Madrona work
group while working on a moving job. However, a good example of too much
recognition was a frequent occurrence while working in the warehouse.
Probably because the work is so boring_ in the first place, the men who
ar:e involved may feel that you must keep up some kind of motivating-force.
"Good job, Ray," "You sure stacked those tires in a nice straight pile,"
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or "You are sure getting that glass unloaded in a hurry~'; sta tements
like these were quite frequent in the warehouse and you may feel good for
a while, but after a t:Lme they became meaningless; they had no impact on
your psyche; you just became increasingly, bored.
14. During a household move Ray got terribly mad at Bob. I was also on
the same move. Interestingly, this move was just after the Salishan
"good move' (Footnote 7). At the beginning of the move Bob and Ray seemed
to be getting along. However, just as Ray and I were attempting to coor-
dinate our efforts, Bob, who was loading,gets out of the truck (probably
'getting impatient with our initial slovmess) and begins in a huffy manner
,to haul and load furniture. This act by Bob destroyed the pace that Ray
and I were attempting to establish. Ray got quite mad, both verbally and
non-verbally. Verbally he called Bob a "no-good-son-of-a-bitch," etc.,
arid non-verbally he did the speedup routine in hauling the furniture.
In a very short time the back of the, truck was filled and furniture was
spilling out the back onto the la,vn. Bob responded by asking, "What the
hell is wrong with Ray?" Inevitably, a footrace began between Ray and
Bob: Bob not knowing why Ray was mad and getting himself mad, and Ray
knowing why he was mad and not telling Bob and getting madder because Bob
was working faster. I was caught in the middle attempting to slow them
dow~ because I was getting tired~
A spontaneous act like saying "shit" in front of a customer may
draw negative responses. During an office'move I was helping move a file
and my fingers 'got a little crunched between the fi.le and the wall. I
responded in a somewhat spontaneous fashion by saying, in my loudest
whispering voice, "Shit fuck! That ouches!" There were a few girls that
were still wo.rking at their desks at that moment and a couple of them
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looked .up·with shy, disapproving grins. E~ner, who was at the hand
truck, transmitted a glare that appeared to say "'1 disapprove." 1 really
didn't care.
15. There has been'a lot said about Ray's rapping humor; however, very
little has been said about facial humor. Facial humor took hold as a
kind of humor directed between workers or behind customers' backs. For
instance, a "bossy" customer m3.Y be directi.ng a team member and you may
be standing behind the customer; you curl your lips, slant YOllr head,
and wrinkle your eye brows in view of your team mates. The results are
quite funny for your team mate who is "being directed by the customer,"
and he must maintain his composure. Also, .while carrying extra heavy
items, facial humor helped alleviate some of the weight and strain i.n
carrying such a piece. At least for me it did.
16. In the initial stages of a household move Bill would get upset with
Ray if he began his "how come," "suuure," etc., mode of humor. This
humor was okay once the men established coordination and then Bill would
laugh along wi~h everyone else. However, Bill would become noticeably
upset with Ray and tell him to keep his mouth shut i.f he tried it t"hile
still trying to get the job moving.
17. Refer to Footnote 2 about Bob. Besides th~t discussion, Jessie
also mentioned that "Bob is always holding up the move" and that he
should "quit yapping."
18. OIle office move in particular fits. this description to a tee. It
was an office-warehouse combination move. This firm stored and sold all
sizes, shapes, and weights of electronic eq~ipment. This move began on
115
Thursdqy and ended up on Friday night. Thursday morning one three-man
team went over and began to load office equipment and the rest cjf Thurs-'
day men would be sent over and taken away, depending on the need of
other more immediate jobs. Friday, the ~vhole crew went over to complete
the job that day. Jay Madrona, Joe Zenner, and Einer were supposedly
going to lead this office move. The contradictions began itnmediately.
They could not establish and stabilize the teams. Not only were all
three contradicting. themselves, but Jay vIas contradicting himself. One
minute I was assigned ,to the vault trolleys---the next I was running
after lumh~r for support and a quick minute later I was told to help
load. Besides me, Jessie~ Bob, and Ray were also going through tbis
"run, skip, and jump but I don' t~know-where routine." The office workers
were watching and we felt like real fools. One of the office managers
for this electronics company made a comment on "how much better Einer
was than that guy in the flowered shirt (Jay). By the way, who is he?"
I was hesitant in,answering that question.
19. Einer, Jessie, Bill and Ray (when he wants to be) would be considered
leaders. Not constant, but they did appear quite frequently when ~alled
for by other members. They would not arise simultaneously, but if one
did not feel like being a leader, the worker(s) would shift to another.
Somewhere along the line one of those would meet the demands made of him
the best he knew how under the circumstances.
20.' During that particular office move at the Electronic firm, the whole
morning 1;vas a "confused mess." Einer '\-7as mad, and had lost his usual
cool. When Jim and Bob and I went to him for instructions, he responded
by saying, "I don't know what the hell is going on." Bob immediately
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tried to take over by stating, "I'll load the trailer on Burnside and
you two empty the offices." However, that little act of leadership did
not payoff for along came Jay ¥.tadrona, in a highly excited state, yell-
ing about the lack of teamwork, and in the same breath saying, "Cannucci,
"take Mo's 'pickup and go get some 2x4's at the warehouse." John (who
had never been on an office move prior to this time) and a temporary
helper were standing, just .standing, a few feet away while Jay was mak-
ing the utterance. As I was jogging to the pickup, I overheard Jessie
asking John and the other guy if they could help latch the bins. together
s6 that the vault trolleys could be used. Jay replied that he wanted
them just to stand there as he had something else for them to do (what,
I never did find out). However, when I got back (about 15 minutes),
nothing had changed except John and the other guy were latching the bins
together. Einer was showing them'in what order they should be latched,
and Jessie was showing me how to work the vault trolleys, and Jim (I
don't" know who was with Bob at that time) was being 'shown by Jessie how
the strap connects between the trolleys. Besides us there were three
others standing there. Suddenly, Jay's voice came rolling through the
building, "Hey, Cannucci, help Bob load that truck on Burnside." Jessie
said, "Fuck him; ·you other guys go help Bob." Basically this is the way
that the move went all morning. There was. anger and frustration in the
air between workers and~anagement, and eventually between the workers
themselves.
The picture above gives a brief chain of events of how this moment-
ary leadership works. All of the above happened in about a half hour
period. This kind of leadership is short, succinct, and sporadic. It
usually works. Basically this is the way that it works. Maybe because.
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no one. really knew what was wrong, they we~e ambivalent in choosing any
drastic line of action, thereby not being able to alleviate the tension
that was·bein.g built up in being ambivalent.
ll. During my firs·t summer (1968) ~vorking at Madrona there was a guy
named Gill, who apparently thought he knew the tricks of the trade. He
immed:i,ately began to build a bad reputation with the other guys. During
an office move· he was helping held and balance a fireproof filing
cabinet. One man was operating the hand truck and Gill was walking back-
,wards, bending slightly at the waist pulling the bottom of. the file.
(Now, prior to this time he had been giver). constant warnings about
being a clog.) Anyway, something happeneq and the file flipped up and
crunched Gill's toes. It was quite painful, partly because he had worn,
of all things, leather thongs t~at day.
Fortu~ately I was only a clog once and that was my first day at
work for Madrona. I was Mr. Joe College, and I considered .myself one
step ahead of these furniture movers (I think at that time I referred to
them as "house movers"). This first job was an office move. I was work-
ing hard doing whatever I was told to do. When. I had completed these
jobs, I would chit-chat with the office vlOrkers. "Hey, ~~ (I
remember that so distinctly), come over he.re," shouted this giant (who I
later learned was Don, the number one driver, and who later was to become
a great friend) about twenty feet away, with one f~n~er pointed at the
top end ?f a conveyer that was transporting medical supplies from the
basement to be stacked and then handtrucked to one of the waiting vans.
The giant, with a cool look, said, "New guy, you have a lot to learn . • •
so you, work here and stack!" My first day, six' hours on that conveyer,
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box after·b.ox, two feet between boxes, "charlie horses": I learned my
lesson fast.
22. At the beginning of a household move early one morning, Jim [sic]
was his usual friendly, happy self. The people that we were moving
were.quite elderly and they had few possessions. The little old lady
asked us to be very careful with an old, decayed-looking trunk. Jim
r~sponded in a most serious manner by doddling over the trunk as though
it were a precious thing to him, as it undoubtedly was to them. He kept
doddling and saying, "My, what a fine antique finish it has (there were
cracks in its finish, it was scuffed and c~ipped in many places). This
must be quite an expensive trunk. It must have cost thousands of dollars"
(it ~ost $40.00 when one of their parents had purchased it). I was a
little embarrassed about Jim's performance. It was quite apparent from
the old lady's face that she was upset. This is what is meant by intensi-
fying an act to the point of ridiculousness·.
23. During one office move, Ray began with his humor in front of the
office personnel. It was received in a hilarious fashion. However, Ray
did not stop and then wait for another opportunity (which he usually did),
. but he kept 'rapping' his dialogue of humor continuously. He did not
itensify it, but just kept doing it~ Einer told him to "shut up," but
Ray just laughed and continued his rapping humor. The crew took a coffee
break and still Ray continued on with "suuu.re that," suuure this," and
'poor that," "poor this," etc., on through the coffee break, through the
next work period, and through lunch. Einer, Jessie, Jim and I were
getting a little perturbed--all of us at one time or another told him to
stop. We were ·starting to feel like real "dummies." Einer stated that,·
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"Rayi~ making us look like real dumb truck drivers. 'f Ray continued this
until late afternoon and he finally slowed down--"Ray either got tired
or whatever was bugging him no longer bugged him now."
APPENDIX B·
ON THE METHOD OF PARTICIPANT OBSERVATION
Participant observation as a method qf gathering data in the real
world is a very trying, difficult, time-consuming and energy-expending
one. However, it has one quality that far surpasses any other known
method, and that is its flexibility. Participant observation has the
capacity to be as flexible as the person who is utilizing the method.
In many ways this is considered a handicap in relation to validity
of the gathered data, and the eventual analysis of the data. Critics
will state that the data is biased "and the analysis of the data is pure
fiction. These same critics look ~t research as a structure where you
have a definite problem, definite variables, and can predict certain
results. Their whole research method is geared and structured around
definable social phenomenon. Those researchers will control for bias by
picking a particular population and comparing it with another that is
supposedly different. They rely on their sampling. However, if some-
thing odd happens in relation to their predicted outcome, they usually.
do not have the resources, time or flexibility to seek out that oddity.
It" remains undefinable. When they write up the results of their investi-
gation, they emphasize their consistency between problem, data gathering
mechanisms, ~·rrite up. How Vlobj ective" they are is a virtue they like to
highlight. They usually end with the statement, "this study still needs
further r"esearch."
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My study also needs further research; further research that will
really highlight the dynamic quality of people interacting; further
research that will illuminate the ways in which man succumbs to,com-
promises with, and battles the societal structure he encounters in
"everyday life. To seek out, understand, and explain this constant
struggle, there is only one presently available method that offers one
the flexibility to deal wi~h and cope with the dynamic interplay between
men and their society: participant observation.
,Mistakes and errors in judging an event are common occurrence to a
participant observer. However, it is up to him to make sure that what
he saw, and what he experienced, are not just unique with him. At the
least, he must know that the people he is observing also see and experi-
ence a similar reality. To accomplish the seemingly simple task, but in
actuality a highly difficult one, "he must be considered all in....group
member. As an in-group member he, in turn, must not lose sight of his
objectives. In other words, he must maintain a flexibility that allows
him to change directions in seeking out relevant data. Below is' a
description of the flexibility of the dilemmas that arose and how they
were dealt with during the process of being a participant observer.
At first I felt that I could make a typology of overt and covert
acts within the categories of harmony and 4issent. That is, I would
become very specific in naming sub-types of verbal and gestural acts for
each individual worker under the categories of overt and covert acts. In
that way I would be able to catch the acts of harmony and dissension and
at the same time give them a meaningful operational definition. However,
as I soon learned, I had enough problems in j\.lst attempting to keep up
with overt acts of dissent and harmony. The covert or hidden acts
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existe~, ·but to type them would have been ?on even lengthier and compli-
cated process. Maybe, at a different time, this typology of covert and
overt acts would be warranted; however, as my observations and notes
increased, I became aware of the verbal aspect of this group. If there
were any antagoni.sms or friendliness at anyone moment, the members of
this particular working group more often than not let it be lmown with
overt verbal acts. In other words, I did not have to unfold any
. subtleties to gain the meaning of.an act.
This brings me to an advantage of being an involved observer. In
any group there are certain norms and sanctions tha.t must be learned to
- .
become a member. Also, if you are an outsider to the semantic peculiar-
ities that exist in specialized groups (as occupational groups are), you
may miss or even worse, misinterpret, member interaction. In being an
involved observer you must learn and be sensitive to group taboos; plus
an even more difficult task is that of learning a particular group's
language. Not that the words are so terribly different, but it is the
applied meaning that varies from person to person} from group to group.
However, by becoming involved,you are interpreting 'other's' actions much
more accurately than the investigator that is attempting to interpret in-
coming data from outside a group.
Of all of the problems of observing at the interactional dimension,
one stands out as being at disadvantage for an involved observer: that
is what I call the 'emotional groove.' First, by being involved,you are
in part a member of that group and by being a member, you feel all those
emotional things that happen in a group. Second, because of this emotive
a~pect, you channel your observations toward 'specific episodes of inter-
action. That is, those things that are di~turbing or unifying a group
...
=;
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are selected out by the member-observer and factors that may have an
influential quality are neglected for the sake of involvement. Focus-
ing in on specj.fic events has a consequence of narrowing one's participa-
tion into emotional grooves. When an observer gets caught in an
'emotional groove,' he may inadvertently present value-oriented alterna-
tives that may disrupt a somewhat harmonious process. For instance, my
first exposure to the union officials occurred around the first part of
. the summer.
At t'hat time they came to the. Hadrona warehouse to seek out
new workers and tardy members. Anyway, they caught me, and
in so many words told me I had to pay dues \vithin two weeks
or else they would demand my removal.
Their authoritative response to my questions produced an
ascent of anger. I did not vent the.anger at that moment
since I recollected that participant observation calls for a
certain degree of objectivity~ However, when the union offi-
cials caught a fellow worker on the grounds of tardiness and
demanded that he pay an exhorbitant amount of money immedi-
ate1y--or e1se--1 vented. I began a long value-laden, anti-
union dialogue that encompassed many episodes over a several
day period.
The realization of this emotional groove placed me into ,a problema-
tic dilemma from which several questions arose. How much influence would
this have on the remainder of my observations? How many other things had
I missed while caught in this emotional groove? How many other episodes
had·I missed because of my mad search for apropos situations where I
could vent my anti-union dialogue? Probably the most important question
concerns my fellow workers' attitudes over. this seemingly unfair incident,
since I did not give them the opportunity to express themselves first.
It was during this early phase of my observations that I became aware of
thqse unanswerable questions and it was from that phase on that I made a
conscious attempt to restrain myself from again becoming lost in the
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'emotio.nat groove.' As we enter into the dimension of realism) we will
see that this ernest effort was quite futile.
REALISM: Realism in my study was and still isa main concern. I
defined realism as explicit behavior patterns emerging from group mem-
bers whose permanence has established or has the propensity to estab-
1ish ip.formal relations. The first part of the definition 'explicit
behavior patte'rne' was and is a major concern in relation to this
realistic dimension'. Instead of observing froD! the outside, I felt that
to capture the empiric'al significance of ambivalence, I must go inside
as a participant observer. I must become ,a member of this working group
arid interpret behavior and events the same. as my fellow workers did.
However, as noted above, under the interactional dimension we found out
that one may hinder his investigation by being caught up in an 'emotional
groove!' I then stated that one has to remain consciously alert so that
he. doesn't get. blindly trapped into a groove. With this statement we
then have a problem emerge in relation to my defini.ti.on of 'realism. f
It becomes apparent that if I attempt to maintain some type of
neutrality as a group member and sociological observer, I would lose that
reality I had defined for my investigation. I attempted the neutral
approach with very little success. I found myself desiring involvement
in the &roup ?n one hand, and separateness on the other. No matter how
hard I tried, I would find myself becoming locked into the corpus of the
group, for the purpose of equality and comfort, then bouncing out of this
groove and striving for differentiation on the grounds of a 'good furni-
ture mover,' 'good beer drinker,' 'str~ngth,' and/or Pstudent sociologist"
(in that order of occurrence). In other words, I found myself as a very
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basic part of that concept which I was investigating-·-ambivalence. I
desired the counter-tend~ncies of status equality and status differentia-
tion just as much as my fellow workers. If I became aware of the strain
when one of these tendenc·ies was not being met, I 'would orient myself
towards that which I perceived as blocking it and suddenly get 'lost in
an emotional groove. '
In part I was an actor influenci~g.many of the decisions towards
I
seemingly unknown consequences; yet, anoth~r part of my behavior was a
reaction to certain demands of group members; and, then there was the
part that stood back and observed, attempting to make sense out of the
ambiguity and confusion. My interpretation of the acts and events are
a combination of all of these different aspects of observation. The
problem is that I don't know how close my interpretation nears the defini-
tion of realism that I had set as a goal. However, I do feel that I
neared the definition much ~loser with this method of partic.ipant obser-
vation than I would have with any other known method of investigation.
The discussi.on above illuminates the flexibility of being a
participant observer. It, however, does not really empha.size the mind-
probing process of being objective and/or subjective in evaluating
incoming data. The frustrations and anxieties that arise cannot be
described. In many ways being a participant observer parallels a "soul-
searching trip" that has all kinds of repercussions to one's psyche. To
become involved and still maintain some objectivity, is not~ easy. The
only way such an experience can be shared is if the reader has experi-
enced the same kinds of things. Below is another aspect of participant
observation that I believe is very important: it is the time dimension.
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T~~: I blocked my observations into three phases of time: theory-
method phase, which consisted of eRtablishing an ·analytical framework and
a method; fact-finding phase--the actual observations of events and acts;
and, categorlzing-writing phase--the categorizing of notes and writing of
. thesis. These three phases fit almost any method of investigation except
that the time spent on all three phases in participant observation ex'-
ceeds any other method.
Participant observation 'is a slow, painstaking method that consists
of long days over a long period of time. However, it does contain that·
exciting quality of being involved in a social process where actual
events 'are taking place. As I left the phase with the theoretical frame-
work of ambivalence, I excluded the concept of a normal behavior; for
example, if a worker did not act in accordance to certain normative
expectations, he was considered a·deviant. Instead, I took the view
that there are built-in antagonisms in the structure, or more appropri-
ately, there are Gounter-tendencies that exist in the structure of this
work group. -This implies that a group member could become an offender
rather than a 'deviant.' Further, implications are that since he is an
'offender' rather than a deviant, he would still be an intrinsic part of
that group. This in turn helped me as an observer to orient myself
towards internal process of change, compromise, and transactions. With
this in mind, I applied boundaries to this working group so that I.could
limit myself to internal happenings which would also help m~ be aware. of
certain overt external influences.
As I became involved in the 'fact-phase,' the dimension of time
became overwhelmingly important. For instance, even though I had a fairly
clear picture of this working, I had misconceived the importance of the
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union during my first phase. This called for a re....orientation on my part
(at ieast at that time I felt I had reached a real dilenL11la). The topic
of the union was consistently present in episodes of interactiqn and it
became increasingly clear that something was disturbing this '-lorking
group. This, in conjunction with the problGffisof involvement (emotional
groove) and realism, left me in a phase of confusion and disorientation.
I·was grabbing at anything for explanations. I had lost my theoretical
perspective and was becoming quite a disillusioned observer. Time was
flying by ·and I felt that I had gotten nowhere in my investigation. I
.could not .locate any consistent patt.erns.· It vJas as though someone
dropped a barrel of pingpong balls anq I was wildly scrambling around to
gather them all in. I felt I needed more time--not three months but
three years. However, toward the latter p~rt of the SUR~er (end of the
fact-phase) patterns began to emer~e from my notes and for me the actual
events were beginning to consist of behavior patterns. However, overt
external influences were also staring me in the face. Two of the
external variables that became most dominant were tIle union and the man-
agement.
These overt categories I called signs of disturbance were dominant
in the first part of the su~~er, and signs of restoration were emerging
in the last part of the summer. Running parallel with the signs were
those interactional things that I categorized as acts of dissent and
acts of harmony. From this point on I began looking over my notes for
empirical evidence to support the ambivalent nature of my status
equality and status differentiation as affee:ting this process.
As "I began to look at the data and set it into a scheme for presen-'
·tation, I came upon the stark realization that I would have to exclude
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management and union as important variables influencing the internal work-
-
ingsof th.is ~'7()r'k group. Instead of a short succinct thesis, I ~o1ould
end up with three volumes on the Madrona work group. Decision after
decision had to be made. I finally mad~ the decision to concentrate on
'just the work group members. Part of this decision v7as made as I actu-
ally began~-rriting up the findings •. If, indeed, the counter-tendencies
of status equality and sta~us differentiation do fu~ction among the
eight men who belong to this 't'JOrk group, I would have plenty to write
about.
In ,Q,t-her words, from the beginning to the end of the investigation
there is a continuous narrowing down process of your problem, your vari-
abIes and your results. During this process there are many decisions to
make. The end result is then the outcome of one long,frustrating deci-
sion~making process. Even at the 'end, you still wonder if you made the
right decisions.
,One problem that stared me in the face was removing the complexity
of human interaction from its actual place in time and space and trans-
posing it onto a piece of paper. Something will be lost, or excluded for
the sake of convenience, simplicity and/or writer's ignorance. It seems
that once an observer is removed from his involved participation, he
reaches a dilemma of relevance; that is,'h~ must make choices in relation
to the relevance of his notes as singular events that he can or cannot
fit into his scheme as compared to a chain of events that are relevantly
related that may not fit so neatly into his scheme. For the sake of
clarification, one event may be exaggerated to the point· of distortion
which) in turn, would reduce the related events to triviality.
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The whole procedure of writing up a participant observation is
problematic. You have ~ large number of field notes that have been
.loosely cat.egorized during the actual participation. Some of the events
have direct bearing on your analysis; however, to present them would
involve a.lengthy discussion in showing their relationship. For· example,
the union has been mentioned several times. However:, its relationship
with the work group has never been established. Even though I had
narrowed down my problem, and the relationships,. so I could realistically
discuss ~~t happened in the work group. I-did not account for the
effect that the union may have had on. the interpersonal relations among
the men. For example, factions formed during part of the su~~er, one
strongly union oriented and the other more neutrally oriented. The former
wanted more union control in Madroria Transfer & Storage (who had success-
fully fought off the union bid for .more power) and the latter desired the
traditional union involvement. Even though the factions would seemingly
dissolve while working on a move, it was difficult to determine how much
of the dissension arose through this internal strife.
Fortunately, the workers came together the latter part of the
summer when they elected Jessie as their shop steward. Prior to this,
Chuck, a warehouseman, was shop steward and because of his lack of know-
ledge concerning the occupation of furniture moving, he opened the door
to' a lot of back stage information concerning the breaking of union
rules between workers and management. He became increasingly disliked.
The factions began a long and lengthy dialogue concerning his qualifica-
tions as a shop steY,Tard. They finally resoJ,.ved the issue by agreeing
that "he 'simply doesn't understand us or our tvork." By subtle pressure,
some inten~ional, and some unintentional, they drove him out and elected
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Jessie •.
It was this kind of information. that was excluded for the sake of
consistency, time, and tightness. And, as an end'result, you end up
with some structure. However, as compared to other methods of research
where you have structure from beginning to end, participant observation
has produced enough alternative ways of looking at a social phenomenon
that you are never satisfied with your end results. Something else is
always mi&sing.
